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MEMORANDUM FOR: Director of Central Intellic

FROM: Deputy Director of Central Iﬁtelligence

1. As you are aware, our Senior Executive Service (Senior
Intelligence Service) is going into effect on October 1. To kick it
off I suggest a letter from you to all eligible employees.

2. I have drafted such a letter which is attached. If you
approve, we will do the typing today and over the weekend, using
the signature pen.

3. Also attached is a draft DCI paragraph which will preface
the SIS Brochure currently under preparation by OP. The Brochure
will explain the SIS system in more detail and will also be forwarded
to all eligible employees along with your letter.

4, As I have already told you, this has been a massive effort
in order to meet the October 1 deadline. We put the new performance
appraisal in place yesterday and the design for the SIS is now
complete. OP has really turned to with enthugﬁasm on this one.

25X1

Attachments: ;ﬂ/
Draft Letter
Draft Preface

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7



Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

DRAFT

PREFACE

The recent passage of the Civil Service Reform Act of 1978
has provided us an opportunity to recognize superior performance
by our senior personnel. Although the Agency is exempt from most
of the provisions of this legislation, I fully support its underlying
principles and concepts. It is, therefore, with much satisfaction
that I have approved the Senior Intelligence Service for the Central
Intelligence Agency, generally discussed in this brochure. I feel
strongly that this effort, in the Tong run, will pay dividends
with a more challenged and productive senior staff. I urge senior
officers to give their full understanding and support to the Senior

Intelligence Service endeavor.

STANSFIELD TURNER
Director
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DRAFT Letter

(FULL NAME)

Dear s

CIA has achieved its successes throughout the years principally
as a result of the high caliber of people it has been able to attract
and keep. The most outstanding of these, ?nt*vé:;g yogrse]f, have
reached the supergrade level where-they —-é%ydaz'ant
leadership responsibilities.

Such leadership, however, has frequently been under-rewarded.
With the passage of legislation establishing a government-wide Senior
Executive Servicé%ﬂsn opportunity hes—artsen to provide to-cuimmmed
senior level personnel additional compensation in recognition of
superior performance. tl:ztgh the C A S exempgggyég?m the r <;2%7
of this legislation, I heve-dectded-40 es;?gqrz milar program ;£7<570*&‘4€i’
called the Senior Intelligence Service. This system, which is .
described in the attached brochure, will go into effect oW/6EZSEEx\l/
1979. '

The concept is one of the most important personnel management
initiatives in the history of the Agency. Properly implemented and
accepted it will lead to a more direct relationship between goals,
performance and salary. I am sure you will find the possibilities

both stimulating and challenging.
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On the basis of your current grade you are eligible for
membership in the SIS, and I am pleased to offer you such an

appointment. You will find in the Compensation and Awards section

of the brochure the conversion tables from current grade levels to
the new SIS levels. I urge you to read the brochure material
carefully. Any further questions you may have should be discussed
with the Office of Personnel, Senior Intelligence Service Support
Staff, extension 3383. In addition, general briefings on SIS will
be scheduled for all eligible senior level officers and you will be
notified accordingly.

Attached is a SIS Election Memorandum from the Director of
Personnel. After you have cohsidered SIS membership ¢arefully,
please return the memorandum indicating your Eéﬁmhe
Director of Personnel by COB 1 November 1979.

I appreciéte your giving this matter your serious consideration.
Whatever your decision, you have my best wishes for continued success

in your professional development.

Yours,

STANSFIELD TURNER
Attachments
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MEMORANDUM FOR:

FROM: Harry E. Fitzwater

Director of Personnel
SUBJECT: Election - Senior Intelligence Service
REFERENCE: DCI Letter on Membership in the Senior

Intelligence Service

1. The Director has offered you membership in the Senior Intelligence
Service (SIS). Completion of this form is required for formalizing your
SIS appointment or to register your decision to remain in your current status.

To assist you in making this important'career decision, the following is
a comparison of status as a SIS member with that of a non-SIS member:

PERSONNEL MANAGEMENT
FEATURE

ELECTION TO SIS

ELECTION TO REMAIN
UNDER THE
CURRENT SYSTEM

a. Assignment/Conversion
(Under SIS, all super-
grade, SPS, EP-V and
EP-IV positions will

become SIS positions.)

You will be assigned
to a SIS position and
receive no less than
your current rate of
pay. No trial period
will be required upon
initial election to
SIS.

If you are currently
assigned to a SIS
designated position,

you may be retained in
that position, However,
you may be replaced by

a SIS appointee if so
determined by the DCI.
Thereafter, you will be
reassigned tc a non-SIS
position and the DCI/DDCI
will determine grade, pay
retention, or reduction.
If in the future you are
again offered a SIS
appointment, a one-year
probationary period will
be required.
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PERSONNEL MANAGEMENT
FEATURE

ELECTION TO SIS

ELECTION TO REMAIN
UNDER THE
CURRENT SYSTEM

b. Promotion

c. Performance Awards
and Stipends

d. Annual Leave and
Sabbaticals

You are subject to
competitive evaluation
for promotion by your
Career Service.

You are eligible for
performance awards
(differing percentages
of base pay), a
Meritorious Officer
Award of $10,000 or a
Distinguished Officer
Award of $20,000.
(See the brochure for
the basis of awards
and limitations
thereon. )

There will be no
limitation on accrual
of annual leave except
that 80 hours accrued
in the leave year must
be used or forfeited.
The '"'80 hour use or
lose'" rule does not
apply to individuals
who retire during or
by the end of the
leave year. You may
receive a lump sum
payment for that
leave. You may be
authorized one sab-
batical of up to
eleven months during
any ten-year period.
To be eligible, you
must have seven years
of service equivalent

to the levels of duties

and responsibilities
found in SIS positions

You will not be promoted
above your current grade.

You will not be eligible for
performance awards
designated for SIS members.

Your annual leave entitlements
remain subject to current
Agency regulations and you
will not be entitled to

the SIS sabbatical.
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SUBJECT: " Election - Senior Intelligence Service

provides you with additional detailed information about SIS. This entire
and completed agreement must be returned to the Director of Personnel,
Room 5E58, Headquarters Building, by COB 1 November 1979.

Harry E. Fitzwater

Please complete the following election. DO NOT DETACH FROM THE ABOVE.
Return to the Director of Personnel, 5E58, Headquarters Building.

I have read and understand the contents of this form with regard to
SIS conversion or SIS declination, and

I elect to convert to the Senior Intelligence Service.

Signature Date

I elect not to convert to the Senior Intelligence Service.

Signature ‘Date
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PERSCNNEL MANAGEMENT

FEATURE

ELECTION TO SIS

ELECTION TO REMAIN
UNDER THE
CURRENT SYSTEM

e. Reassignment

f. Compensation

g. Senior Officer
Development

(e.g., current
supergrade, SPS,
EP). Two years
service following
the sabbatical is
required.

You are eligible for
reassignment to other
SIS positions at your
equivalent level or
higher.

(See the Compensation
and Awards section
of the SIS brochure.)

You may be required to
participate in a SIS
Senior Officer
Development Program
for managers or
non-managers depending
on your status.

You will not be eligible
for reassignment to SIS
positions.

Subject to statutory levels.
Though .assigned to a SIS

.position, you will retain

your GS, SPS or EP rank
subject to future grade
and pay determinations
made by the DCI/DDCI.

As determined by the DDCI.

2. If you have any questions regarding the options presented or the
completion of this form, please contact the Office of Personnel, Senior

Intelligence Support Staff (extension 3383).

The attached SIS brochure
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SENIOR INTELLIGENCE SERVICE

PLAN
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SENIOR INTELLIGENCE SERVICE
PLAN
FORWARD

The Office of Personnel Task Group, established to design and develop
a Senior Intelligence Service (SIS) for those employees under the DCI's
authority, has completed a detailed study of the data available on the
Civil Service Reform Act's Senior Executive Service. This study encompassed
the statutory provisions of the Act, interpretative material and guidances
developed by the Office of Personnel Management and a review of the approaches,
methodologies and processes developed by a number of other Federal agencies
for implementation of the SES in their organizations.

The Task Group has concentrated on the development of an initial set
of basic proposals on the fundamental architecture, principles, and primary
sub-system structures for a system which will provide the framework for the
establishment of the SIS operating program.

These initial proposals were developed on the basis of the following

premises:

a. that the overall system should be constructed along the
general lines of the Federal Senior Executive Service but with
adaptations as appropriate to better serve the particular needs
of the DCI in accomplishing Agency missions;

b. that the start-up structure and substance of the system
should be as "'simple' as practicable yet provide coverage for all

basic programmatic elements essential to a viable operating system.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Modification to the initial program may be required or desirable
in the future as the system becomes fully operational;
c. that a basic compensation sub-system patterned after
President Carter's published SES salary range (e.g., Executive
Scale 1 through Executive Scale 6) be established even though
there are current indications that Congress may not lift the
current limitation on executive level salaries for fiscal year
1980;
d. that in anticipation that Congress may not lift the
current salary limitation, the SES performance award sub-system
provides substantial monetary awards in recognition of and as
incentives for excellence of performance.
To facilitate the review and consideration of the Task Group's initial
proposals, they are presented in a section-by-section topical sequence with

clarifying commentary as appropriate.
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SECTION I
FUNDAMENTAL PROPOSALS

1. TOPICS: Name of System; Statutory Authority; and Rationale for

Establishing a Senior Executive Service System.

Name of System

Eggposals:

The system shall be called the "Senior Intelligence

Service (SIS)."

Statutory Authority for the Senior Intelligence Service

Progosal:

The legal authority for the DCI to establish a Senior
Intelligence Service is contained in the National
Security Act of 1947, as amended, (50 USC 403 et. seq.)
and the Central Intelligence Agency Act of 1949,

as amended, (50 USC 403a - 403j).

Rationale for Establishing a Senior Intelligence Service

Proposal:

Exemption from the Civil Service Reform Act's Senior
Executive Service was based upon Congressional recognition
of the unique duties, responsibilities and authorities

of the Director of Central Intelligence as defined in

the National Security Act of 1947, as amended,

(50 USC 403 et. seq.) and the Central Intelligence

Agency Act of 1949, as amended, (50 USC 403a - 403j).

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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The principles and concepts of the Reform Act's
Senior Executive Service provisions, however, are
essentially sound. Adaptation of these principles
offers excellent prospects for improving the
effectiveness of the senior officer management
system particularly the linkage of job performance
evaluations to determinations of basic salaries
and opportunities for additional performance
compensation based on excellence.

D. Scope and Administration of Senior Intelligence Service

Proposal: The policies and procedures of the Senior Intelligence
Service will be fully applicable to all organizational
elements of both the Central Intelligence Agency and
the Intelligence Community Staff with each managed
and administered under separate but parallel systems.
COMMENTARY

None.

The above proposals are:

( *) APPROVED ( ) DISAPPROVED STATINTL

27 SEP 1979
Deputy Director of Central Intelligence Date
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2. TOPIC: Scope of the Senior Intelligence Service System

Proposal: The SIS is conceived to be a total personnel system
for the management of all senior level positions
(GS-16 and equivalent SPS through EP-IV), authorized
ceiling and senior level personnel. All currently
designated grades GS-16 and equivalent SPS through
EP-1IV positions and personnel are recommended to be
redesignated with Senior Intelligence Service (SIS)
identifiers SIS-1 through SIS-6 as appropriate to
distinguish between levels of managerial and/or

substantive responsibility.

COMMENTARY :

The Federal Senior Executive Service under the Civil Service Reform
Act of 1978 includes only managerial personnel and positions with senior
non-managerial specialist/analyst personnel and positions retained under
the current supergrade (GS-16-18) system. Agencies covered under the
Civil Service Reform Act must, therefore, maintain two separate executive
level personnel management systems, each with distinct and different sets
of policies, principles and procedures.

The essential principle of the Reform Act's Senior Executive Service is
to relate directly compensation of the individual to the relative level of
work requirements levied on the individual and the quality of performance

by the individual in carrying out his or her assigned responsibilities.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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The Task Group believes this basic principle is applicable to all
senior level personnel GS-16 and equivalent SPS through EP-1V and

recommends their inclusion in the Senior Intelligence Service.

The above proposal is:
(A APPROVED () DISAPPROVED

STAT

97 SEP 1979
Date

irector o
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SECTION II
PURPOSES AND PRINCIPLES OF THE SIS

TOPIC: Purposes of SIS
Proposal: a. To ensure that senior officer management is of the
highest quality and fully responsive to the needs,
policies, and goals of the Nation.

b. To provide the Director of Central Intelligence
with a centralized mechanism through which to
develop equitable personnel management policies
for senior officers and to direct and monitor
their implementation and enforcement.

c. To develop and maintain a highly motivated and
competent group of individuals capable of filling
senior level positions and to provide the type of
quality performance needed for fhe continued
success in fulfilling the DCI's missions and
functions.

d. To provide for a compensation system including
salaries, benefits and incentives and for other
conditions of employment designed to attract
and retain highly competent senior officers.

e. To ensure the systematic development of highly
competent candidates for entry into the SIS and
the continuing development of personnel already
members of the SIS.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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COMMENTARY

None.

To provide for counseling, training and other
assistance for those officers who are not
performing to established standards to help them

become successful performers.

2. TOPIC: Principles of the SIS

ProEosalz

a.

The SIS will be operated in conformance with the

merit principles as contained in CIA regulations.

The annual compensation awards system for senior

level personnel (those currently in grades GS-16

and equivalent SPS through Executive Pay Level IV)

will be based on merit that is directly related

to an evaluation of actual performance on the jcb
measured against established criteria and standards

of performance. This is to be done with due recognition
of progressively more difficult levels of organizational
and/or substantive responsibilities.

Senior officers are accountable and responsible

for the effectiveness and productivity of employees
under their supervision.

Exceptional accomplishment will be recognized with

timely and tangible performance awards.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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e. The regulations, policies and plans relative to
equal opportunity and affirmative action will
apply to all aspects of the SIS including
appointments, reassignments, training and development,
evaluation, compensation and awards. Individuals
meeting employment standards established by the DCI
will be considered for entry into SIS with full regard
that the factors of race, color, sex, religion, age,
national origin, political affiliation, marital status,
physical impairment or any other non-meritorious factors
will not adversely affect their consideration for

entry into the SIS.

COMMENTARY
None.
The above proposals ar;e:/ ) STATINTL
() APPROVED ) DISAPPROVED !
27 SEP 1979
iputy Director of Central Intelligence Date
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SECTION III
SUB-SYSTEMS OF THE SIS

The Task Group has identified eleven sub-system structures basic to
the establishment and implementation of the operating programs of the SIS.
The general content, basic policies, principles and/or structures of these
sub-systems are presented for consideration and approval. Approval of
these basic proposals (and/or modifications as required) will permit the
Task Group to proceed with the development of the necessary detailed
proposals on the processes and procedures of how each sub-system will
function. These sub-systems are:

Sub-System 1 - Management Structure

Sub-System 2 - The SIS Membership System

Sub-System 3 - SIS Ceiling and Position Management Controls
Sub-System 4 - The SIS Performance Appraisal System

Sub-System 5 - Funding, Compensation and Awards

Sub-System 6 - Competitive Promotion

Sub-System 7 - Senior Intelligence Officer Development
Sub-System 8 - Adverse and Other Administrative Actions
Sub-System 9 - Evaluation of the SIS System

Sub-System 10

Initial Publicity and Orientation

Sub-System 11 - Regulations and Procedural Guides

- 10 -
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SUB-SYSTEM 1

MANAGEMENT STRUCTURE

SUB-SYSTEM CONTENT

This sub-system provides the mechanism through which the DCI/DDCI
will direct and manage the Senior Intelligence Service.

The Task Group proposes that the SIS operate under the command
direction of the DCI/DDCI with the advice and assistance of the Director
of Personnel (who will establish a new Office of Personnel staff support
element specifically dedicated to staff support for the SIS System) and
a Senior Intelligence Service Advisory Committee (SISAC).

In addition, Senior Resources Boards are recommended to be established
in each of the Directorates and the "E'" Service.

In general terms, the Director of Personnel's responsibilities will
deal with matters of policy, procedures and monitoring of SIS. The SISAC
will serve as the senior advisory body to the DCI on SIS policy matters.
The Senior Resources Boards in the Directorates and in the "E" Service
will advise and assist the Deputy Directors and the Chairman, "E" Service
in fulfilling their SIS responsibilities. In addition to being responsible
for the entire SIS System, the DCI/DDCI will pay particular attention to the
Executive Development aspects of SIS-4, 5 and 6 level officers. This additional
responsibility will include not only approval of Performance Awards and promotions,
but also guidance on key assignments and training to assure appropriate executive
development experiences. The Deputy Directors and the Chairman, "E" Service,
with the advice and assistance of the Senior Resources Boards, will administer
the personnel management of SIS-1, SIS-2, and SIS-3 level officers and those
aspects of SIS-4 personnel management as prescribed by the DCI/DDCI. More

SPectticallyy roved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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A. Senior Intelligence Service Advisory Committee (SISAC)

The SISAC will consist of the DDCI (as Chairman), the four
Directorate Deputy Directors, the Chairman, 'E" Service, the Comptroller
and the Director of Personnel. The Chief of the Director of Persomnel's
SIS Support Staff will serve as Executive Secretary.

The SISAC will serve as a senior advisory body to the DCI/DDCI
on SIS policy matters.

B. Director of Personnel

1. The Director of Personnel, with the support and assistance
of the Office of Personnel SIS Support Staff, will provide advice and
recommendations to the DDCI on such matters as:

(a) The formulation of policy and wniform standards
for the SIS System.

(b) Utilization of SIS positions.

(c) In collaboration with the Comptroller, the
allocation of SIS ceiling allowances to Career
Services.

(d) In collaboration with the Comptroller, determination
of monetary resources available for performance awards
and "rank" stipends and development of guidelines for
their distribution to the major components.

(e) Evaluation of the SIS operating program, including
the Agency-wide SIS Development Program, to ensure
Agency-wide equity and conformity with Agency SIS
policies and standards.

Approved For Release 2002/11/18 :1C2IA-RDP89-01 114R000300060001-7
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2. The Director of Personnel also will:

(a) Review performance appraisals and other documentation
submitted with recommendations for performance awards
and rank stipends by the Deputy Directors and the
Chairman, "E" Service and forward all recommendations
received to the DDCI for approval.

(b) Provide centralized review, recommendations and
support to the DDCI on promotion recommendations
into and within the SIS levels as submitted to the
DCI/DDCI.

(¢) Evaluate adverse action requests on SIS officers such
as removal from SIS and termination of employment,
and make recommendations to the DCI/DDCI.

(d) Maintain official persomnel records, files and
periodic reports for SIS and its members.

C. Director of Persomnel's SIS Support Staff

The SIS Support Staff is recommended, initially, to consist of
a Chief, two Personnel Officers and one Personnel Assistant/Secretary
to assist and support the Director of Personnel in carrying out the
jmmediate functions and responsibilities required in the "start-up"
phase of the institution of the SIS System. Appropriate augmentation of
this staff will be required in the near future and as necessary to assist
the Director of Persomnel in carrying out his responsibilities as stated

in (A) above and to advise and assist the DDCI, SISAC, the Directorate

Approved For Release 2002/11/18 5 GIA-RDP89-01114R000300060001-7
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Deputy Directors and the Chairman, g Service and the Senior Resources
Boards on SIS matters.

D. Directorate Deputy Directors and Chairman, "E" Service

The Dirtectorate Deputy Directors and the Chairman, "E'" Service
are responsible to the DCI/DDCI for the personnel management of SIS-1, 2 and 3
members under their direction and/or in their respective Career Services
as prescribed by the DCI/DDCI. They are advised by and assisted in the
performances of their senior personnel management duties by the Senior
Resources Boards.

E. Senior Resources Boards

Senior Resources Boards are advisory to the Deputy Directors and
the Chairmen, "E" Service and each will consist of a chairman and senior
Career Service officers who are members of the SIS. Primary functions are to:

1. Establish systematized Development Programs for SIS8-1,

2 and 3 level officers in conformance with policy
directives and uniform criteria and standards as
prescribed by the DCI. These Development Programs will
provide for the selection and planmned development through
selective assignments and training of promising candidates
from grades GS 13-15 level officers for future entry

into the SIS and the continuing professional development
of SIS members through level SIS-3. Those SIS-3 level
officers identified as having high potential for SIS-4
level will be provided developmental experiences (assign-

ments and training) as prescribed by the DCI/DDCI.
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2. Conduct an annual review of all performance appraisals
completed by component supervisors of SIS-1, 2, and 3
level members (regardless of Career Service designation)
assigned in the component and the supervisory
recommendations for their upcoming year performance
and rank stipend awards. Submit results of these
reviews as appropriate to the Directorate Deputy Directors
or the Chairman, "E'" Service who upon review and approval
will forward to the Director of Persomnel for consolidation
for the DDCI.
3. Conduct at least annually, competitive merit promotion
reviews for SIS careerists using uniform promotion
criteria and standards (and any special Career Service
criteria and standards as approved by the DDCI).
COMMENTARY
The SIS management system described above is designed to utilize,
initially, the existing major organizational and, as appropriate, Career
Service jurisdictional authority structures and methodological concepts
as much as possible. Performance awards and rank stipends recommended for
any SIS member assigned within a Directorate or the "E'" Service organizational
elements will be acted on by the Deputy Directors or Chairman, "E'" Service
to which assigned.

As with all parts of the SIS, these proposals are designed to
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support the initial start-up phase of the system. Further refinements

can best be developed in an actual operational environment and system

management must be flexible enough to accept changes.

The above proposals are;
v

/
APPROVED ( ) DISAPPROVED STATINTL
!

27 SEP 1979
Date

Depq&yﬂﬁlrecto?"of Central Intelligence
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- SUB-SYSTEM 2

THE SIS MEMBERSHIP SYSTEM

SUB-SYSTEM CONTENT

This sub-system covers basic policies, principles and the related
procedures applicable to membership in the SIS for "on board' eligible
personnel and for those officers who are accepted into the SIS subsequent
to the initial date of implementation of the SIS System.

The Task Group proposes that the following basic policies and
principles be established (procedures would be subsequently developed on
the basis of these policies and principles):

A. All individuals who are "'on board" on the initial date of

implementation of the SIS System and hold SG rank, SPS rank
and those at EP-V and EP-IV levels will be offered "conversion"
membership in the SIS. (Acceptance of such conversion member -
ship shall not cancel, alter nor curtail any administration

or other actions affecting such members that were in effect

or in process at the time of conversion.)

B. General personnel procedures and benefits to apply as follows:

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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PERSONNEL MANAGEMENT
FEATURE

ELECTION TO SIS

ELECTION TO REMAIN UNDER
THE CURRENT SYSTEM

1. Assignment/

Conversion

(Under SIS all
supergrade, SPS,
EP-V and EP-IV
positions will
become SIS

positions.)

2. Promotions

Will be assigned to
an SIS position and
receive no less than
current rate of pay.
No trial period will
be required upon
initial election to

SIS.

Subject to competitive
evaluation for
promotion by Career

Service.

If currently assigned to
an SIS designated position,
the incumbent may be
retained in that position.
However, may be replaced
by an SIS appointee if so
determined by the DCI.
Thereafter, will be
reassigned to a non-SIS
position and the DCI/DDCI
will determine grade, pay
retention or reduction.

If in the future again
offered an SIS appointment,
a one-year probationary

period will be required.

Will not be promoted

above current grade.

- 18 -
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PERSONNEL MANAGEMENT
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ELECTION TO REMAIN UNDER

FEATURE ELECTION TO SIS THE CURRENT SYSTEM
3. Performance Eligible for perfor- Will not be eligible
Awards and mance awards for performance awards
Stipends (differing percentages designated for SIS

of base pay), a
Meritorious Officer
Award of $10,000 or
a Distinguished
Officer Award of
$20,000. (See the

brochure for the basis

of awards and limitations

thereon.)

members.
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PERSONNEL MANAGEMENT ELECTION TO REMAIN UNDER
FEATURE ELECTION TO SIS THE CURRENT SYSTEM

4, Annual Leave¥® There will be no Annual leave entitle-
and Sabbaticals* limitation on accrual ments remain subject to

of annual leave except current Agency regula-

% (The OGC has that 80 hours accrued tions and will not be
expressed con- in the leave year must entitled to the SIS
cern that this be used or forfeited. sabbatical.
benefit, if The '"80 hours use or
approved, may lose' rule does not
have to be apply to individuals who
authorized under retire during or by the
the special end of the leave year.
authority of They may receive a lump
the DCI.) sum payment for that

leave. May be

authorized one

sabbatical up to eleven

months during any ten-

year period. To be eligible,

must have seven years of service
equivalent to the levels of duties
and responsibilities found in

SIS positions. Two years

service following the

Approved For Release 20w’bMB'l.C@lAjRDPWéW%R000300060001-7
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PERSONNEL MANAGEMENT ELECTION TO REMAIN UNDER
FEATURE ELECTION TO SIS THE CURRENT SYSTEM
5. Reassignment Eligible for reassign- Not eligible for
ment to other SIS reassignment to SIS

positions at equivalent positions.

level or higher.

6. Compensation Subject to statutory Subject to statutory
levels and future levels. Though assigned
grade and pay determina- to an SIS position, will
tions made by DCI/DDCI. retain GS, SPS or EP
rank subject to future
grade and pay determina-
tions made by the
DCI/DDCI.
7. Senior Officer May be required to As determined by the DDCI.
Development

participate in an SIS

Senior Officer

Development Program

for managers or non-

managers depending on status.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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C. After the date established for conversion election of current
eligibles for membership in the SIS System, those officers who
are accepted into the SIS will be subject to a one-year trial
period where their performance will be evaluated. Less than
fully satisfactory performance (e.g., Performance Appraisal
Report overall rating of 3 or below) during the trial period
will require administrative action and decision including
possible reduction in pay level or separation if warranted.

D. An appropriate SIS membership document will be designed for
acceptance and execution by each SIS member.

COMMENTARY

None.

The above proposals are:

) APPROVED  ( ) DISAPPROVED

_ 27 SEP 1979
;Deputy Director of Central Intelligence Date
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SUB-SYSTEM 3

SIS CEILING AND POSITION MANAGEMENT CONTROLS

A}

SUB-SYSTEM CONTENT

This sub-system will cover policies, principles and procedures relative
to the management and administration of SIS ceiling allowances and their
allocation and distribution within CIA; establish distinctions among levels
of responsibility among SIS positions; and position management and controls.

The Task Group has developed proposals for this sub-system relative to
basic policies and principles in order to proceed with the further development
of this important Sub—system. These proposals are as follows:

A. Management of SIS Ceiling Allowances

1. As of the date of implementation of the SIS, the number of
SIS ceiling allowances will equate to the number of SG, SPS
and EP-V and EP-IV allowances currently authorized for CIA.

2. The initial distribution to SIS ceiling allowances to the
Career Services will be the same as currently allocated.

3. Subsequent adjustments to the distribution of ceiling allowances
will be approved by the DDCI.

4. Uniform procedures will be developed which prescribe the
methodology and substance for the submission of requests for
increases in SIS ceiling allocations.

COMMENTARY
The total mumber of SG, SPS and EP-V and EP-1V ceiling allowances currently

approved for CIA appears adequate for the SIS.
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Any increase in such ceiling will require justification to OMB and
the Congressional Oversight Conmittees. At such a time as it is determined
by the DCI/DDCI that additional ceiling is required, such requests can be

presented.

The above proposals are:

-
(L) APPROVED () DISAPPROVED

STATINTL

27 SEP 1979

Deputy Director of Central Intelligence Date

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7



Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

B. SIS Position Management and Controls

The Task Group proposes that as of the date of implementation of
the SIS, all positions currently classified on the Table of Organization at
the GS-16, 17 and 18 levels, all SPS positions, and all EP-V and EP-IV positions
be redesignated as SIS positions.

COMMENTARY

This proposal represents the present policy whereby any position that
is audited and adjudicated at the SG or SPS level is entered on the T/0 at the
classified grade level.

The external limitations imposed by OMB as to the number of SG or SPS
officers that can be employed at these levels is an incumbent control and is
not relative to the adjudicated evaluation of total positions.

The present policy also provides a degree of flexibility to the component
managers to elect which positions can be filled by SG or SPS officers at any
point in time. The integrity of classification concepts to adjudicate positions
at their appropriate grade is preserved umder current policy.

In previous issues with both OMB and Congressional Committees regarding
defense of the number of SG ceiling allocated to CIA, the fact that OP/PMCD had
audited and classified more SG positions on the Tables of Organization than our
allocated ceiling could accommodate was an important factor in defending
retention of our current allocations.

The above proposals are:

-~
-~

@x'j/ APPROVED () DISAPPROVED STATINTL

07 SEP 1879

Députy Director of Central Intelligence Date
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C. Establishing Pay Level Distinctions Between SIS Positions

The Civil Service Reform Act does not require the use of position
classification techniques to establish different levels for SES positions.
Conventional position classification, however, is required for the adjudica-
tion of non-managerial supergrade jobs.

Under OPM guidance/instructions to agencies covered under Civil
Service Reform Act, differentiation between levels of executive/managerial
positions is required. While not prohibiting formal classification of SES
positions, OPM proposes that differentiation be controlled by position analysis
and the development of specific "qualification standards" that SES members
must meet to be selected for assignment to a specific SES position.

These qualification standards will establish the distinctions
between levels of responsibility and performance demands through their
application to proposed incumbents for a position rather than position
standards per se. This approach fixes responsibility with component managers
to develop and apply definitive qualification standards to determine which of
the six Executive Schedule levels (e.g., ES-1 through ES-6) a position incumbent
should be paid to ensure that the individual is neither overpaid nor underpaid
relative to their respective responsibilities.

While the OPM approach warrants consideration and, if stringently
administered, would provide the required distinctions between levels of
responsibility, consideration of other approaches whereby SIS positions would
be adjudicated on their own merits through modified position classification

techniques may be a more effective approach.
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The Task Group, therefore, proposes that in order to provide for
the initial conversion of the existing SG, SPS and EP-V and EP-IV position
structure to the SIS structure, an interim schedule be implemented to
directly convert, without further audit, all current eligible senior level
positions in accord with the position conversion table presented in the
attachement.
COMMENTARY

The Task Group recommends that studies be continued on this subject
by the Office of Personnel to explore the practicability of developing other

options for establishing distinctions between the levels of SIS positions.

The above proposals are:

; ‘(/)/ APPROVED ( ) DISAPPROVED STATINTL

27 SEP 1979

Depury DiTector of Central Intelligence Date
[
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PROPOSED INITIAL POSITION CONVERSION TABLE

FROM

Sub-System 3
Attachment

TO

FONCITONAL LEVEL

CORRENT POSITION LEVEL

SIS POSITION LEVEL

Deputy Directors

EP-TIV

SIS-6

Associate Deputy Directors
Senior Staff Specialists
Senior Office Heads

EP-V

SIS-5

Office Chiefs
DDO Division Chiefs

Senior Group and Staff Chiefs GS-18

Senior Analysts
Senior Operations Officers
SPS-9's

SIS-4

Deputy Office Chiefs
Senior Analysts

Senior Operations Officers
SPS Equivalents

GS-17 and "High Point"
GS-16's and SPS Equivalent

S1S-3

All other managers

Senior Analysts

Senior Operations Officers
Staff Chiefs

SPS Equivalents

A1l other GS-16's and SPS
Equivalent Based on Relative
Strength of the Position
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SUB-SYSTEM 4

THE SIS PERFORMANCE APPRAISAL SYSTEM

SUB-SYSTEM CONTENT

The Performance Appraisal Sub-System is probably the most impcrtant
element of the SIS System in that it will provide the mechanism for
determination of compensation for all SIS members on the basis of the
objective cvaluation of executive performance against specific orgenizational
and individual objectives agreed upon and assigned at the beginning of the
annual evaluation period. The performance appraisal will also be a key
element for promotion, employee development, assignment, retention and
other administrative actions.

The Task Group proposes the following basic policies, principles
and procedures:

A. General Policies and Procedures

1. The performance of all members of the SIS will be
evaluated on an annual basis (with special reports as
otherwise required) in accordance with published schedules
for the completion of such evaluations.

2. The SIS Performance Appraisal System will utilize the
standard performance appraisal format (Form 45) including
the Advance Work Plan developed for the performance evaluation
of all employees. In addition to the general policies and
principles applicable to the Agency's uniform performance
appraisal system, any specific policies, principles,

standards and procedures established for the SIS Performance

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Appraisal System will be followed in the evaluation of
SIS members. Any such special instructions for the
completion of Advance Work Plans and Performance Appraisal
Reports of SIS members will be provided in supplemental
instructions to be added to the standard Form 45 guidance
material.

3. All completed Performance Appraisal Reports will be
forwarded by the rating supervisor together with a separate
recommendation for compensation awards for each rated
individual through the reviewing officer to the Directorate
Deputy Director or the Chairman, "E'" Career Service under
whom assigned.

4. The Deputy Directors and the Chairman of the "E'" Service,
with the advice as requested of their Senior Resources Boards,
will forward the SIS Performance Appraisal Reports and
recommendations for compensation determinations for each
SIS member to the Director of Personnel for consolidation
and preparation for DDCI approval.

5. Rated individuals are not to be informed as to whether or
not they are being recommended for performance/rank awards.

B. Specific Policies and Procedures

1. Standards of Performance, Performance Evaluation Ratings
and Their Relationship to Compensation

(a) The overall performance rating and individual duty
ratings on the annual Performance Appraisal Report

(PAR) and their relationship to any established
Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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criteria and standards of performance (which must be
described, understood and agreed upon in the Advance
Work Plan) will provide the basis for determination

of therrated individual's eligibility to be recommended
for performance awards and/or rank stipends.

(b) An overall performance evaluation rating of level 5,
6 and 7 and individual duties evaluated at no less
than level 5, will qualify an SIS member for con-
sideration of a performance award.

(c) An overall performance evaluation rating of level 4
will eliminate the individual for consideration for
any performance awards.

(d) An overall performance evaluation of level 3 will
only assure the rated SIS member of retention of
basic annual salary level for the initial subsequent
year following a level 3 rating. SIS members in this
category are required to be counselled by the Head
of the Career Service and must participate in a
remedial program developed by the Career Service to
assist the individual in overcoming amy deficiencies
in his or her performance.

(e) Two successive annual overall performance ratings of
level 3 or a single annual overall performance rating

of level 2 or 1 require that the Heads of Career
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Service refer the case to the Director of Personnel

with a recommendation for administrative action

(this can include retention in the SIS under closely
observed probation for a definitive period of time;
removal from the SIS and reduction to GS-15 level

status and compensation; or termination from employment).
The Director of Personnel will recommend to the DDCI

the administrative action to be taken.

2. Addendum to the Advance Work Plan for SIS Members

In addition to completion of the Advance Work Plan at the
beginning of each annual evaluation period, a supplemental
Statement of Understanding will be executed by the SIS
member and the rating supervisor. This Statement of
Understanding will inform the SIS member of the specific
policies of the SIS Performance Appraisal System as regards
established criteria and standards of performance and the
consequences of overall performance evaluation ratings on
basic anmnual salary, eligibility for performance awards,
consideration for future promotion and retention in the
SIS and/or CIA.

COMMENTARY

The concepts, structure and format of the new standard Agency

Performance Appraisal System meets all of the general requisites of the

SIS. As previously noted, any special instructions or guidances pertinent

to SIS performance evaluations will be included in a supplemental

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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instruction sheet added to the Form 45 guidance material.

The effectiveness of the PAR as the basis for compensation deter-
minations for SIS members will be totally dependent on the objectivity
of the rating officers who prepare the performance appraisals and the

subsequent actions of the final decision authority.

The above,.proposals are:

( ) APPROVED ( ) DISAPPROVED
,) . ,,:

27 SEP 1979

Peputy Director of Central Intelligence Date
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SUB-SYSTEM 5

FUNDING, COMPENSATION AND AWARDS

SUB-SYSTEM CONTENT

This sub-system, like the Performance Appraisal Sub-System, is a key
element in the SIS System and will provide the essential elements driving the
ultimate effectiveness of the SIS System at large.

The content of this sub-system will address the policies and processes
for: implementing the initial conversions of the salaries of on-board
eligibles for the SIS to the new Senior Intelligence System Schedule rates
(SIS rates in the proposed system); will establish the SIS basic awards and
stipend schedules; and will lay out the criteria and procedures for compensa-
tion determinations.

The Task Group proposes the following for the "start-up'' year:

A. Initial Conversions to the New SIS Schedule Rates

1. It is proposed that for purposes of effectiﬁg the initial
conversion of current annual salary rates for SG, SPS and
EP-V and EP-IV officers, that the six Executive Schedule Pay
rates established by the President for the SES be utilized.

Such rates for the SIS will be designated as follows:

S18-1 $47,889
SIS-2 $49,499
SIS-3 $51,164
SI1S-4 $52,884
SIS-5 $54,662
SIS-6 $56,500

h}
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2. All current eligibles who elect membership in the SIS
will have their basic annual salary rate converted to an
appropriate SIS level upon implementation of the SIS System.
3. Current eligibles converted to the SIS cannot receive an
annual salary less than that payable at the time of
conversion to an SIS rate.

B. Proposed Salary Conversion Schedule

Based upon the existing rates for Supergrade, SPS, EP persomnel
and without regard to the existing statutory salary limitations, a logical
conversion table of SG, SPS and EP levels (grade and step) to the new,
albeit compressed, Executive Schedule scale is necessary and appropriate to
discriminate among major levels of responsibility.

The proposed conversion table, attached as Tab A, is the minimum
considered equitable; is consistent with the new Executive Schedule rates;
and permits conversion of SIS members consonant with their current status and
responsibilities.

As is apparent, the Presidential SES rates are extremely compressed
and offer such limited flexibility that the end result will be compression
at the SIS-3 and SIS-4 rates. Over a period of time, and assuming the
statutory ceiling on executive pay is lifted and Executive Schedule rates for
the SES are adjusted annually along with the GS Schedule, the compression
should be reduced and eventually eliminated.

C. TFunding and Cost Comparisons

As of 30 June 1979, the CIA had a total of officers

in grades EP-IV, EP-V, SPS, and GS-16 through GS-18. Tab B provides

SECRET
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details. The aggregate current CIA annual direct payroll cost is

25X1A | | Tab C provides more detailed data.

Conversion of the CIA's 30 June 1979 senior staff who would
constitute the SIS would result in increased basic annual payroll costs
25X1A of some|:| (assuming the ES rates as proposed by the President
to become effective 1 October 1979 are implemented by the Congress).
The actual increased annual base salary cost could be greater if
conversion is not made consistent with the proposed conversion table
(Tab A). Increased costs will also accrue when all SIS allowances
25X1A (currently |:| are filled and compensated at SIS rates.
In addition, performance awards and stipends will add to the
increased costs of the SIS. Such costs are addressed in the following
section.

D. Awards and '"RanK'Stipends

1. General Proposals

a. The Civil Service Reform Act establishes a system of
performance awards and rank stipends (e.g., Distinguished
and Meritorious Executives) for the Senior Executive
Service, which the Task Group pfoposes be adopted for
the SIS.

b. The total number of performance awards may not exceed
50% of the total number of SIS ceiling. This limitation
was instituted in the Civil Service Reform Act to ensure
selectivity with only the strongest performance warranting

25X1A awards. In the CIA, assuming that no change in the current

number of ceilg Rg’j:ons is involved, Elperformance

Approved For Release 2002 RDP89-01114R000300060001-7
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awards could be granted. The number of rank stipends
also is limited based on the number of SIS members (1%
for Distinguished Officers and 5% for Meritorious Cfficers)
25X1A

amounting to some [:]in the SIS.

c. The DDCI will allocate to each Directorate Deputy Director
and the Chairman "E' Career Service for planning purposes
a number of performance awards each may recommend. These
allocations will be determined on the basis of such factors
as organizational performance and availability of funds.

An exact formula will be determined at a later time.

2. Specific Proposals

a. Awards and Stipends

(1) Performance Awards - The Agency Performance Appraisal

Report (PAR) will be the primary basis for determining
eligibility for a performance award. An SIS member
who has received an overall evaluation of 4 is comsidered
to have performed in a fully satisfactory manner.
However, an evaluation of 5 or better and a rating of
no less than 5 of each individual duty is required for
consideration for a performance award. Rating officers
must recognize that the mumber of performance awards
is limited to 50 percent of the total number of SIS
ceiling allowances and should recommend awards for
only the most deserving officers.

StCRET,
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(2) Meritorious Officer Stipends - Meritorious Officer

Awards of $10,000 may be granted to SIS members for
excellence in the performance of their duties. To

be eligible for a Meritorious Officer Award, an SIS
member must have an overall PAR rating of 6 or better
with ratings of at least 6 on all individual duties.
Rating officers should recognize that not more than

5 percent of all SIS members may be granted a Meritorious
Officer Award and should recommend only those who clearly
deserve such recognition.

(3) Distinguished Officer Stipends - A Distinguished Officer

Award of $20,000 may be granted to a limited number of
SIS members for atypical performance which is judged to
be truly outstanding. To be eligible for a Distinguished
Officer Award, an SIS member must have an overall PAR
rating of 7, ratings of 7 on most individual duties,

and a rating of no less than 6 on any individual duty.
Such awards may be granted to not more than 1 percent

of the total SIS staff.

(4) Awarding of Rank Stipends - During any fiscal year, SIS

members may be granted either a Meritorious or a
Distinguished Officer Award. An officer awarded either
a Meritorious or Distinguished Officer rank stipend
shall not be eligible to be awarded that same rank

during the following four fiscal years.

Approved For Release ZOOﬁEMEI.R-RDPSQ-M 114R000300060001-7
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(5) Performance Awards Schedule - The Task Group

explored several ways to establish '"Performance

Award Schedules' and proposes a program offering

three '""classes' of performance awards based upon

percentages of basic annual salary rates. This

schedule is presented in Tab D.

The ""three class"

awards schedule permits granting cash amounts

substantial enough to provide rewards and incentives

for excellence of performance and differentiation

between differing demands of similar positions.

Such inducements are particularly important should

Congress continue the current freeze of executive pay.

(6) Awards Costs - The actual annual cost is, of course,

not known. However, for purposes of discussion until

there is an experience factor on which to base future

estimates, we suggest using an annual estimate of

awards costs of

This estimate is based

on the award/stipend profile attached, as Tab E.

b. Proposed System for Recommending Performance Awards

Following completion of all PAR's on SIS members for which

the rating officer is responsible, the rating officer will

determine which SIS officers should be recommended for a

performance award. While the PAR will be the primary basis

for determining eligibility for an award, the rating officer

must also take any other DCI/DDCI approved criteria into

yae
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consideration in formulating and presenting recommendations

for performance awards and stipends.

Recommendations for performance awards, while based on
performance against assigned objectives and the contributions
made to the Agency and to furthering its basic mission, must
be made in consideration of the limit on the number of such
awards which can be made (i.e., 50 percent of the number of
total authorized SIS ceiling allowances). Also, determination
of the Class of Award (A, B, or C) should be made in recogni-
tion of the Agency-wide prescribed ceiling on the number of
awards in each class which can be approved. A proposed
ceiling for each Class of Award, expressed as a percentage
of the total awards which can be granted, is summarized

as in the following example:

Class A - 25 percent
Class B - 30 percent
Class C - 45 percent |
TOTAL
Based on a current ceiling of SIS positions, the actual

nurber of awards of each class which might be granted 1is

shown parenthetically.

SECRET
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The process through which recommendations for awards
are made, reviewed, evaluated, and approved--including
responsibilities related thereto--is as follows:

(1) Supervisor

(a) Prepares PAR(s) on SIS member(s) umder his/her
direct supervision, evaluating performance
against the agreed upon Advance Work Plan.

(b) Determines whether performance during the past
year warrants a recommendation for a performance
award.

1 If a performance award is not considered
appropriate based on performance in relation
to other SIS members and recognizing the
limitation on the number of awards which can

be granted, no further action is required.

|ro

If a performance award is considered justified,

a determination is made as to whether a Class A
(20 percent), Class B (12 percent), or Class C

(7 percent) award should be recommended. This
determination should be based on the SIS member's
overall and individual duty performance and

contributions during the past year.

[[oN

The performance award recommendation(s) will be
forwarded to the PAR reviewing official for

endorsement. If a performance award is

Approved For Release 2002/$1EI(; %A-RDPSQ-M 114R000300060001-7
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recomnended for more than one SIS member, the

awards will be prioritized.

(2) Reviewing Officer

(3)

(a)
(b)

(c)

Reviews the PAR.

Comments in each case on the recommendation (or
absence of a recommendation) by the rating officer
for a performance award, indicating concurrence or
nonconcurrence (and the reasons therefore in the
latter case) with the recommendation and, if
applicable, on the prioritization by the rating
officer.

Forwards the PAR(s) and recommendation(s) to the

next senior level official.

Senior Operating Official

(a)

(b)

(c)

Reviews the recommendations for performance awards
for all SIS members assigned to the component.
Comments on the appropriateness of the performance
awards (including the class of award) recommended
by rating and reviewing officers.

Prepares a prioritized listing of those SIS members
in the component for whom performance awards are

recommended. The mumber of Class A and Class B

Approved For Release ZOOZS‘E@R&MIRDPSQ-M 114R000300060001-7
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may not exceed the Agency-prescribed ceiling
for these two classes (i.e., Class A - 25 percent,
Class B - 30 percent).

(d) Torwards the list of SIS members endorsed for
performance awards.

(4) Senior Resources Boards

As requested by the Deputy Directors and Chairman 'E'

Career Service:

(a) Reviews the recommendations endorsed by Operating
Officials.

(b) Comments on the appropriateness of performance
awards (including the class of award) endorsed by
Operating Officials.

(c) Prepares a list of SIS members recommended for
performance awards. The number of Class A and
Class B awards may not exceed the Agency-prescribed
ceiling for these two classes (i.e., Class A -

25 percent, Class B - 30 percent).

(d) Identifies those SIS members recommended for perfor-
mance awards who should also be recommended for
either a Meritorious or Distinguished Officer Award.

Prepares formal recommendations for such awards.

Approved For Release 2002/1 SECBE—IDPSQ-M 114R000300060001-7
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(e) Forwards the list of those SIS members recommended
for performance awards, and for Meritorious and
Distinguished Officer Awards to the Directorate
Deputy Director or Chairman 'E' Career Service
who after review forwards recommendations to the
Director of Personnel for preparation for DDCI
approval.

c. Other Benefits

(1) Annual Leave® - There shall be no limitation on the

accumulation of annual leave accrued by an individual

while serving in a position in the SIS except that 80
* (The OGC has
expressed concern hours of the leave accruing during each leave year
that this benefit,

if approved, may must be used or forfeited. The "'80 hour use or lose"
have to be author-
ized under the rule does not apply to individuals who retire during
special authority
of the DCI.) or at the end of the leave year. They may be paid a

lump sum payment for that leave.

(2) Sabbaticals* - Sabbaticals may be granted to SIS members.
An SIS member is eligible for only one sabbatical for up
to 11 months during any 10 year period. To be eligible,
SIS members must have 7 years of service equivalent to
the levels of duties and responsibilities of positions

in SIS (e.g., current SG, SPS, EP). SIS members must

Approved For Release 2002/1 SECBE—IDP89-O1 114R000300060001-7
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remain in the Federal service for two years following
the sabbatical period.

(3) Travel and Moving Expenses - External applicants under

consideration for selection and Agency employment at
SIS levels will have their travel expenses for interviews
and processing and related travel and moving expenses
upon EOD paid from CIA funds in accord with existing

policies and regulations for these categories of payments.

COMMENTARY

The proposals presented above for this sub-system would provide for the
initial implementation of the SIS System with minimal complications while
providing a final review and approval mechanism at the DCI/DDCI level for all
such awards within the Agency. Once experience is gained with the operating

program, modifications could be made to improve any facet of this sub-system.

The above proposals are:

D . D ROV
( )A}DPROVED () DISAPPROVED DBEX1A

27 SEP 1979
Deputy Difector of Central Intelligence Date

SECRET
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_PROPOSED INITIAL INCUMBENT CONVERSION TABLE

GS Ség«mz EP e
6S-16/1 - 5 SPS 1 - 2 SIS-1 $47,889
GS-16/6 - 9 SPS 3 - 4 SIS-2 $49,499
GS-17 SPS 5 - 8 SIS-3 $51,164

. Gs-18 SPS 9 SIS-4 $52,884

j EP-V SIS-5 $54,662

7 EP-1V SIS-6 $56,500

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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SPS-1
SPS-2
SPS-3
SPS-4 .
SPS-5
SPS-6
SPS-7
SPS-8
SPS-9

GS-16/1
GS-16/2
GS-16/3
G5-16/4
GS-16/5
GS-16/6
GS-16/7
GS5-16/8

GS-16/9

GS-17/1
GS-1772
GS-17/3
GS-17/4
GS-17/5

GS-18
EP-V

EP-IV

Approved For Release Zoﬁh@RaA-RDPSQ-M 1 14R00030006p001-%'AB B

EP-1V, EP-V, SPS, AND SG INCUMBENTS

(30 June 1979)

Grade § Salary

$44,756
$46,248
$47,500
$47,500
$47,500
$47,500
$47,500
$47,500
$47,500

Subtotal SPS

$44,756
$46,248
$47,500
547,500
$47,500
$47,500
$47,500
$47,500
$47,500

Subtotal GS-16
$47,500
$47,500
$47,500
$47,500
$47,500
Subtotal GS-17

VN
$47,500

/,
$47,500
$50,000

TOTAL - CIA
Approved For Release 2002/
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 Rate (Salary)
S1S-1 $47,889
SIS-2 $49,499
S1S-3 $51,164
515—4j $52,884

SIS-5.

S1S-6

$54,662

SENIOR INTELLIGENCE SERVICE
‘Performarice Awards Schedule

TAB D

- CLASS

K (20%) B (12%) C (7%
$ 9,577 $5,747 $3,352
$ 9,899 $5,940 $3,465
$10,232 $6,140 $3,581
$10,576 $6,346 $3,702
$10,932 $6,559 $3,826
$11,300 $6,780 $3,955

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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' ' TAB E
SENIOR INTELLiGENCE SERVICE
AWARD/STIPEND PROFILE
25X1A .
Performance Combined Performance Total
Award Range b/ Stipend Award/Stipend Range h/ Estimated Cost
$9,577 - $11,300 ¢/ $20,000 £/ $29,578 - $31,300 3 T
$9,577 $11,300 ¢/ $10,000 g/ $19,578 - $21,200_ o
$s‘3‘,”577 $11,300 ¢/ -- $ 9,578 - $11,300 T
$5,747 $ 6,780 &/ -- $ 5,747 - §$ 6,780
$3,352 $ 3,955 ¢/ -- $ 3,353 - §$ 3,955 B
_aj Based on an assumed limita‘ﬁion of 25% of eli:g,ible SIS members receiving Class A awards, 30% receiv-
ing Class B awards, and 45% receiving Class C awards. Percentage of total is shown in parenthesis.
b/ Based on Proposed Performance Awards Schedule (Tab D)
c/ 20% of SIS pay rates
4/ 12% of SIS pay rates \\
e/ 1% of SIS pay rates |
f/ Distinguished Executive rank
g/ Meritorious Executive rank .
h/ Subject to the limitation that the maximum compensation (i.e., combined salary, performance award,

and stipend) cannot exceed Cabinet-level salary ($69,600 on 1 October 1979).

Maximum number of Performance Awards and Stipends ‘allowable
Approved For Release 2002/11/18 : A—REYP;?G-M 114R000300060001-7
g.: e b F t
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SUB SYSTEM 6

COMPETITIVE PROMOTION

SUB-SYSTEM CONTENT

This program element will cover the policies, principles and

procedures pertinent to promotions into and within the SIS.

PROPOSALS

A. Annual Promotion Targets

1. Promotions to SIS-1 and SIS-2 - In preparing their

Annual Persomnel Plans, the Heads of the Career Services
will establish minimum annual promotion targets for entry
into the SIS (SIS-1) and promotions of SIS members under
their Career Service jurisdiction to SIS-1 and SIS-Z.

2. Promotions to SIS-3 and Above - The DCI/DDCI will establish

procedures for the selection of candidates for promotion

to SIS-3 and above.

Approved For Release 2002/1_1Igf : CIA-RDP89-01114R000300060001-7
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B. Procedures for Processing and Approval of Recommendations for
Promotion

All recommendations for promotion into the SIS and
within the SIS will be forwarded to the Director of

Personnel for review and preparation for DCI/DDCI approval.

The above proposals are:

- ""//;PPROVED APPROVED
) ¢ STATINTL

27 SEP 1979
Dep Troctor of Central Intelligence Date

- 52 -
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SUB-SYSTEM 7

SENIOR OFFICER DEVELOPMENT

SUB-SYSTEM CONTENT

This sub-system will contain the scope, policies, and procedures
for the development of SIS members and those officers of lower grades
with potential for more senior responsibilities.

The Task Group offers the following basic proposals for considera-
tion for establishing a broad based development program for the SIS:

A, Purpose of Instituting a Senior Officer Development Program

The purposes for instituting a formalized system for the planned
and systematic development of senior level officers and selected individuals
in the lower grades for future assignment to senior level responsibilities
are to expand and enhance their managerial and/or substantive knowledge,
skills and capabilities to ensure that the missions and functions of the
DCI and the specific missions and functions of all CIA components are carried
out in the most competent and effective manner possible; and to assist and
encourage individuals to realize their fullest potential as professional
officers.

B. Scope of the Senior Officer Development Program

1. The Senior Officer Development Program will be incorporated
and administered as an integral element of the SIS System.

2. All SIS members will participate in formalized developmental
programs to the extent considered appropriate by senior

management.

Approved For Release 2002/11/1 85:SCI_A-RDP89-01 114R000300060001-7
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C. The General Structure of the Senior Officer Development Program

A1l SIS-5 and 6 level officers will be personally administered

by the DCI/DDCI. In recognition of the different development requirements

jdentified with senior management at the CIA level and those at the

Directorate level, the SIS Officer Development Program for SIS-1 through

SIS-4 level officers will be organized in two basic sub-programs, each

structured to the level of SIS members to be included and tailored to

substantive content as appropriate to the needs of CIA, identified for

future staffing and skill requirements, and the SIS members themselves.

The principal features of these sub-programs are:

1.

Sub-Program I: SIS-4 Level and Selected SIS-3 Level

The DCI/DDCI will establish officer developmental require-
ments, planning and actions pertinent to SIS-4 level officers
and selected SIS-3 officers identified as having the potential
for future SIS-4 level status and assignments. The Heads

of Career Services will administer and implement developmental

plans for their SIS-4 and the selected SIS-3 careerists

according to the instructions of the DCI/DDCI. These
prescribed requirements would include such things as:

(a) Developmental planning and actions for current SIS-4's
designed to prepare them better for carrying out their
current functional responsibilities and to expand
their qualifications for future consideration by the

DCI/DDCI for SIS-5 level responsibilities,

Approved For Release 2002/11/18_:, CIA-RDP89-01114R000300060001-7
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(b) The establishment of a suitably sized group of
selected SIS-3 level officers for selective develop-
mental assignments and training.

(¢) Maintenance of records on the status of developmental
program which includes the identity of all SIS-4
and SIS-3 officers identified for development for
more responsible positions and the specific progress
on developmental assignments and training planned.

2. Sub-Program II: SIS 1 Through 3 Level

This sub-program will be administered by the Directorate
Deputy Directors and the Chairman of the "E'" Service and
will encompass the developmental requirements for SIS-1
through SIS-3 level officers (both managerial and
non-managerial) ; selected officers within pre-SIS development
groups, and the projected staffing and skill requirements

primarily associated with each Directorate per se.

The SIS-1 through 3 developmental requirements are composed
of a mix of both managerial and non-managerial requirements

that must be addressed in different ways.

Deputy Directors and the Chairman, "B Career Service

therefore must establish two focuses within their developmental
program., One which concentrates on meeting the "managerial"
needs of the Career Service itself but which complements the CIA

program requirements and secondly, and of equal importance,

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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a focus on recognizing and meeting the non-manager
specialist (e.g., Senior Analysts, Operations Officers,

and SPS Officers) requirements and enhancement of the
substantive expertise associated with the particular
missions and functions peculiar to each of the Directorates

and the "E" Service.

To meet these two facets of requirements, the Directorate
Deputy Directors and Chairman, "E' Service must establish
two development 'tracks' which will resemble each other
in terms of structures and mechanics but with different
substance, criteria and emphasis on the content of the

operating programs.

In the context of the above the principal features of

this sub-program will include:

(a) Developmental planning and actions for SIS-1 through
3's and a selected development group along the same
conceptual lines as the Sub-Program I.

(b) Unlike Sub-Program I where a relatively few position
requirements are involved and specific targets for
replacements can be specified, Sub-Program IT with
its greater volume and variety of requirements lends
itself to a more generalized approach to groupings
of "types' of projected requirements and a broader
band of people being developed according to a more

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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general rather than highly individualized plans.
(c¢) Maintenance of records and periodic reports to the
DCI/DDCI on the status of the developmental program

would be required.

COMMENTARY

The present CIA Executive Development Program (i.e., the PDP) by
intent has been directed at only a small segment of the Agency's SG
population and is designed to provide a 'manager development'' system
with emphasis on the development of selected GS 13-15 officers to meet
future senior managerial requirements.

In order to more effectively meet the DCI's needs and to fully
complement the SIS System, the Senior Officer Development Program must
be expanded and tailored to meet all SIS level needs (with recognition
that SIS-4, SIS-5 and SIS-6 levels will be personally administered by
the DCI/DDCI). Approval of the basic concepts presented for this sub-system
will permit the further development of the extensive administrative details

required for a fully operational program.

The above proposals are:

A
() AEPROVED - ( ) DISAPPROVED STATINTL
27 SEP 1978
Dépuﬁyfﬁiréttor of Central Intelligence Date
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SUB-SECTION 8
ADVERSE AND OTHER ADMINISTRATIVE ACTIONS

SUB-SYSTEM CONTENT

The sub-system covers the general procedures to be followed in
disciplinary actions; in remedial, probationary and removal actions based
on performance and in grievances.

The Task Group proposes that:

A. 1In cases of disciplinary actions, current procedures continue.

B. 1In cases of performance deficiencies which must be based on

Performance Appraisal Procedures:

1. Initially, operating officials recommend to the Deputy
Director concerned, in writing, remedial actions to be
taken and establishing time frames for improvement.

2. If initial remedial action does not correct the deficiencies,
the operating officials recommend to the Deputy Director
concerned, in writing, specific probation periods as last

chance efforts to help improve performance.

3. If the above steps fail, cases are submitted with full
documentation to the Director of Personnel for removal
consideration either from SIS or the Agency by the DCI/DDCI.

A. The Director of Personnel monitors all cases in all stages.

C. Grievances can take a number of forms such as dissatisfaction
with performance ratings, with not receiving performance awards, with

not receiving high enough performance awards or with remedial, probationary

Approved For Release 2002/11/18 :_CIS%-RDP89-01 114R000300060001-7
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or removal decisions. The basic rules set forth in Agency Headquarters

STAT Regulation penerally apply .

COMMENTARY
More detailed procedures will need to be developed if the above
general ones are approved in order that actions described can be taken

fairly, quickly and in the best interest of both the SIS member and SIS.

The above /pr'oposals are:
e STATINTL
- ) APPROVED ( ) DISAPPROVED

) .

27 SEP 1979
Depﬁiy’ef; Director of Central Intelligence Date

- 59 .
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SUB-SYSTIM 9

EVALUATION OF THE SIS SYSTEM

SUB-SYSTEM CONTENT

This element will define the responsibilities and processes of
periodic monitoring of the effectiveness of the SIS operating program,
adherence to policies and scheduled reporting to the DCI/DDCI to permit
evaluation of the management of the SIS program.

The Task Group proposes that the Office of Personnel's Persomnel
Management Bvaluation Staff, in cooperation with the SIS Support Staff,
be charged with the development of an SIS Program Evaluation Plan including
the Senior Officer Development Program. Such plan will be submitted to

the DDCI for review and approval by 30 November 1979.

COMMENTARY

None.

The above proposals are:

: STATINTL

I 217 SEP 1979

Deputy Director of Central Intelligence Date
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President Carter...

We must encourage better performance in ways that
are used widely and effectively in private industry.
Top Federal workers are ready and willing to respond
to the risks and rewards of competitive life, and public
service will be healthier when they have that chance.

National Press Club
March 2, 1978

... The Senior Executive Service concept is designed
to let those who are successful in their efforts, be
rewarded, not just with increased monetary gain,
... but with'increased responsibility, a chance to serve
better, to let their own influence, their own talents, be
used to a much greater and fuller extent.

Fairfax High School Round Table Discussion
August 3, 1978

It is an honor for all of us to do the people’s business.
It is time to match that high purpose with even higher
performance by the President, and all those who work
with me in our Nation’s service.

Signing Ceremony for Civil Service Reform Act
October 13, 1978

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Preface

The recent passage of the Civil Service Reform Act of 1978 has
provided us an opportunity to recognize superior performance by our
senior personnel. Although the Agency is exempt from most of the
provisions of this legislation, T fully support its underlying principles
and concepts. It is, therefore, with much satisfaction that I have
approved the Senior Intelligence Service for the Central Intelligence
Agency, generally discussed in this brochure. I feel strongly that this
effort, in the long run, will pay dividends with a more challenged and
productive senior staff. I urge senior officers to give their full
understanding and support to the Senior Intelligence Service endeavor.

NSFIELD TURNER
Director

i
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The Senior Intelligence
Service—An Overview

One of the major aspects of the Civil Service Reform Act of 1978 was
the creation of the Senior Executive Service (SES). President Carter’s
desire for SES is to ensure that the executive management of the
Government of the United States is responsive to the needs, policies
and goals of the nation and is of the highest quality. It was envisioned
that SES would make it easier for the Federal Government to attract
and retain top managers, to use their abilities productively and to pay
them according to their performances.

CIA’s exemption from the Civil Service Reform Act’s Senior Executive
Service provisions was based upon Congressional recognition of the
unique duties, responsibilities and authorities of the Director of Central
Intelligence. The principles and concepts of the Act, however, are
essentially sound. Adaptation by the Agency of these principles offers
excellent prospects for improving the effectiveness of the senior officer
management system particularly by linking job performance evalua-
tions to determinations of basic salaries and opportunities for addi-
tional performance compensation based on excellence.

In view of the above, a Senior Intelligence Service (SIS) is established
for the men and women who administer programs at the top levels of
the Agency. All grades at the supergrade, SPS, and EP-V and EP-1V
levels have been designated SIS positions. All employees currently
graded at the GS-16, 17 and 18, Executive (EP) IV and V and SPS
levels are eligible for SIS membership. SIS members will be held
accountable for program accomplishment. Those who are successful
will be rewarded; those who are not may be removed from the service.

This brochure provides details on the operation of the Senior Intelli-
gence Service. Further information may be obtained by contacting the

Office of Personnel’s SIS Support Staff.:| STAT

1
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Purposes and Principles of the
Senior Intelligence Service

Purposes of the SIS

e To ensure that senior officer management is of the highest quality
and fully responsive to the needs, policies, and goals of the Nation.

e To provide the Director of Central Intelligence with a centralized
mechanism through which to develop equitable personnel manage-
ment policies for senior officers and to direct and monitor their
implementation and enforcement.

* To develop and maintain a highly motivated and competent group of
individual’s capable of filling senior level positions and to provide the
type of quality performance needed for the continued success in
fulfilling the DCI's missions and functions.

* To provide for a compensation system including salaries, benefits and
incentives and for other conditions of employment designed to attract
and retain highly competent senior officers.

* To ensure the systematic development of highly competent candi-
dates for entry into the SIS and the continuing development of
personnel alrcady members of the SIS.

* To provide for counselling, training and other assistance for those
officers who are not performing to established standards to help them
become successful performers.

Principles of the SIS

* The SIS will be operated in conformance with the merit principles as
contained in CIA regulations.

* The annual compensation awards system for senior level personnel
(those currently in grades GS-16 and equivalent SPS through
Executive Pay Level IV) will be based on merit that is directly
related to an evaluation of actual performance on the job measured
against established criteria and standards of performance. This is to
be done with due recognition of progressively more difficult levels of
organizational and/or substantive responsibilities. .

2
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« Senior officers are accountable and responsible for the effectiveness
and productivity of employees under their supervision.

« Exceptional accomplishment will be recognized with timely and
tangible performance awards.

o The regulations, policies and plans relative to equal opportunity and
affirmative action will apply to all aspects of the SIS including
appointments, reassignment, training and development, evaluation,
compensation and awards. Individuals meeting employment stand-
ards as established by the DCI will be considered for entry into the
SIS with full regard that the factors of race, color, sex, religion, age,
national origin, political affiliation, martial status, physical impair-
ment or any other non-meritorious factors will not adversely- affect
their consideration for entry into the Senior Intelligence Service.

3
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Management Structure

The Senior Intelligence Service will operate under the command
direction of the DCI/DDCI with the advice and assistance of the
Director of Personnel and a Senior Intelligence Service Advisory
Committee (SISAC). In addition, Senior Resources Boards will be .
established in each of the Directorates and the “E” Service. )

In general terms, the Director of Personnel’s responsibilities will deal
with matters of policy, procedures and monitoring of the SIS. The
SISAC will serve as the senior advisory body to the DCI on SIS policy
matters. The Senior Resources Boards in the Directorates and in the
“E” Service will advise and assist the Directorate Deputy Directors
and the Chairman, “E” Service in fulfilling their SIS responsibilities.
An SIS Support Staff will assist the Director of Personnel in carrying
out his responsibilities and will advise and assist the DDCI, SISAC, the
Directorate Deputy Directors, the Chairman, “E” Career Service, and
the Senior Resources Boards on SIS matters.

In addition to being responsible for the entire SIS System, the
DCI/DDCI will pay particular attention to the executive development
aspects of SIS-4, SIS-5 and SIS-6 level officers. The Directorate
Deputy Directors and the Chairman, “E” Career Service, with the
advice and assitance of the Senior Resources Boards, will administer
the personnel management of SIS-1, SIS-2 and SIS-3 level officers and .
those aspects of SIS-4 management as prescribed by the DCI/DDCI.

4 i
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Membership in the SIS for “onboard” eligible personnel and for those
officers who are accepted into the SIS subsequent to the initial date of
implementation of the SIS system is as follows:

¢ All individuals who are “onboard” on the initial date of
implementation of the SIS system and hold SG rank, SPS rank
and those at EP-V and EP-1V levels will be offered “conversion”
membership into the SIS. (Acceptance of such conversion
membership shall not cancel, alter nor curtail any administra-
tion or other actions affecting such members that were in effect

or in process at the time of conversion.)

» General personnel procedures and benefits to apply as follows:

Personnel
Management
Feature

Election to SIS

Election to Remain
Under Current System

Assignment/conversion
(Under SIS, all super-
grade, SPS, EP-V and
EP-1V positions will be-
come SIS positions.)

Promotions

Performance Awards and
Stipends

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

Will be assigned to an SIS
position and receive no less
than current rate of pay. No
trial period will be required
upon initial election to SIS.

Subject to competitive eval-
uation for promotion by Ca-
reer Service.

Eligible for performance
awards (differing percent-
ages of basc pay), a Merito-
rious Officer Award of
$10,000 or a Distinguished
Officer Award of $20,000.
(See Compensation and
Awards section of this bro-

chure for the basis of
awards and limitations
thereon.)

If currently assigned to an
SIS designated position, the
incumbent may be retained
in that position. However,
may be replaced by an SIS
appointee if so determined
by the DCI. Thereafter, will
be reassigned to a non-SIS
position and the DCI/
DDCI will determine grade,
pay retention or reduction.
If, in the future, again of-
fered an SIS appointment, a
one-year probationary pe-
riod will be required

Will not be promoted above

current grade.

Will not be eligible for per-
formance awards designated
for SIS members.

5
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Personnel
Management
Feature

Election to SIS

Election to Remain
Under Current System

Annual Leave and Sab-
baticals

Reassignment

Compensation

Senior Officer Dcvelop-
ment

There will be no limitations
on accrual of annual leave
except that 80 hours ac-
crued in the leave year must
be used or forfeited. The
“80 hours use or lose” rule
does not apply to individuals
who retire during or by the
end of the leave year. They
may receive a lump sum
payment for that leave. May
be authorized one sabbatical
up to 11 months during any
ten-year period. To be eligi-
ble, must have seven years
of service equivalent to the
levels of duties and responsi-
bilities found in SIS posi-
tions. Two years service fol-
lowing the sabbatical is
required.

Eligible for reassignment to
other SIS positions at equiv-
alent level or higher.

Subject to statutory levels
and future grade and pay
determinations made by
DCI/DDCI.

May be required to partici-
pate in an SIS Senior Offi-
cer Development Program
for managers or nonman-
agers depending on status,

Annual leave entitlements
remain subject to current
Agency regulations and will
not be entitled to the SIS
sabbatical.

Not eligible for reassign-
ment to SIS positions.

Subject to statutory levels.
Though assigned to an SIS
position, will retain GS,
SPS or EP rank subject to
future grade and pay deter-
minations made by the
DCI/DDCI.

As determined by the
DDCI.

e After the date established for conversion election of current
eligibles for membership in the SIS System, those officers who
are accepted into the SIS will be subject to a one-year trial
period where their performance will be evaluated. Less than
fully satisfactory performance (e.g., Performance Appraisal
Report overall rating of 3 or below) during the trial period will
require administrative action and decision including possible
reduction in pay level or separation if warranted.

e An appropriate SIS membership document will be designed for
acceptance and execution by each SIS member.

6
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The SIS Performance
Appraisal System

The Performance Appraisal System is probably the most important
clement of SIS. It will provide the mechanism for determining
compensation for SIS members on the basis of the objective evaluation
of performance against specific organizational and individual objec-
tives agreed upon and assigned at the beginning of the annual
evaluation period. Criteria for evaluation will take into account such
things as improvement of efficiency, productivity, quality of work,
reductions in paper work, cost efficiency, timeliness of performance
and meeting of affirmative action goals. The performance appraisal
will also be a key element for promotion, employee development,
assignment, retention and other administrative actions.

The effectiveness of the Performance Appraisal System as the basis for
compensation and other determinations for SIS members will be
totally dependent on the objectivity of the rating officers who prepare
the performance appraisals and the subsequent actions of the final
decision authority.

o The performance of all members of the SIS will be evaluated on an
annual basis (with special reports as otherwise required) in accord-
ance with published schedules for the completion of such evaluations.

« The SIS Performance Appraisal System will utilize the standard
performance appraisal format (Form 453) including an Advance
Work Plan developed for the performance evaluation of all SIS
members.

o Performance Appraisal Reports and recommendation for additional
compensation, awards or other actions will be forwarded through
appropriate organizational and career channels to the DCI/DDCI
for approval.

Standards of Performance, Performance Evaluation Ratings and Their
Relationship to Compensation

s The overall performance rating and individual duty ratings on the
annual Performance Appraisal Report (PAR) and their relationship

7
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to any established criteria and standards of performance (which must
be described, understood and agreed upon in the Advance Work
Plan) will provide the basis for determination of the rated individ-
ual’s eligibility to be recommended for performance awards and/or
rank stipends.

* An overall performance evaluation rating of level 5, 6 or 7 and
individual duties evaluated at no less than level 5, will qualify an SIS

i

member for consideration of a performance award. v
k.

* An overall performance evaluation rating of level 4 will eliminate the
individual for consideration for any performance awards. .
-

* An overall performance evaluation of level 3 will only assure the g
rated SIS member of retention of basic annual salary level for the =

initial subsequent year following a level 3 rating. SIS members in this
category are required to be counselled by the Head of the Career
Service and must participate in a remedial program developed by the
Career Service to assist the individual in overcoming deficiencies in
his or her performance.

1

8

» Two successive annual overall performance ratings of level 3 or a
single annual overall performance rating of level 2 or 1 require that
the Heads of Career Service refer the case to the Director of
Personnel with a recommendation for administrative action (this can
include retention in the SIS under closely observed probation for
a definitive period of time; removal from the SIS and reduction to .
GS-15 level status and compensation; or termination from *
employment). ;

Addendum to the Advance Work Plan for SIS Members

In addition to completion of the Advance Work Plan at the beginning
of each annual evaluation period, a supplemental Statement of Under-
standing will be executed by the SIS member and the rating supervisor.
This Statement of Understanding will inform the SIS member of the
specific policies of the SIS Performance Appraisal System as regards
established criteria and standards of performance and the conse-
quences of overall performance evaluation ratings on basic annual
salary, eligibility for performance awards, consideration for future
promotion and retention in the SIS and/or the Agency.

o

8
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Compensation and Awards

Compensation and awards, like performance appraisal, are key ele-
ments in the SIS system and provide the esscntial incentives for the
ultimate effectiveness of the SIS system.

Initial Conversions.to the New Executive Schedule Rates

« The initial conversion of the c¢xisting SG, SPS and EP-V and EP-1V
positions to the SIS structure will be accomplished in accordance
with the position conversion table presented below:

From To
SIS
POSITION
FUNCTIONAL LEVEL CURRENT POSITION LEVEL LEVEL
Deputy Directors EP-1V SIS-6
Associate Deputy Directors
Senior Staff Specialists EP-V SIS-5

Senior Office Heads

Office Chiefs

DDO Division Chiefs

Senior Group and Staff
Chiefs GS-18 SIS-4

Senior Analysts

Senior Operations Officers

SPS-9’s

Deputy Office Chiefs

Senior Analysts (GS-17 and.“Higher-Pofmit” SIS-3
Senior Operations Officers ~(3S-16’s and SPS Equivalent

SPS Equivalents

All other managers

Senior Analysts All other GS-16’s and SPS SIS-2
Senior Operations Officers Lquivalent Based on Relative or
Staff Chiefs Strength of the Position SIS-1

SPS Equivalents

e For purposes of effecting the initial conversion of current annual
salary rates for SG, SPS and EP-V and IV officers, six pay rates,

9
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which were set by the President for the Federal SES, are established
for SIS. Such rates are as follows:

SIS-1  $47,889
SIS-2 49,499

SIS-3 51,164
SIS-4 52,884
SIS-5 54,662

SIS-6 56,500

* All current eligibles, who elect membership in the SIS, will have
their basic annual salary rates converted to SIS levels upon imple-
mentation of the SIS system as shown below:

CIA-RDP89-01114R000300060001-7

From To

GS SPS SIS
GS-16/1-5 SPS 1-2 SIS-1 $47,889
GS-16/6-9 SPS 3-4 SIS-2 $49,499
GS-17 SPS 5-8 SIS-3 $51,164
GS-18 SPS 9 SIS-4 $52,884
EP-V SIS-5 $54,662
EP-1V SIS-6 $56,500

o Current eligibles converted to the SIS cannot receive an annual
salary less than that payable at the time of conversion to an SIS rate.

» Subsequent appointments to SIS levels after initial conversion will be
based on individual qualifications and levels of responsibilities.

Awards and “Rank” Stipends

» The Civil Service Reform Act establishes a system of performance
awards and rank stipends called Distinguished and Meritorious
Executives for the Senior Executive Service which has been adopted
for the SIS.

* The total number of performance awards may not exceed 50% of the
total number of SIS ceiling. This limitation was instituted to insure
selectivity with only the strongest performance warranting awards.
The number of rank stipends is limited to 1% for Distinguished
Officers and 5% for Meritorious Officers.

e Performance Awards—The Agency Performance Appraisal Report
(PAR) will be the primary basis for determining eligibility for a
performance award.

10
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Special Note #2

As mentioned in the first Special Note stapled to page 11 of the SIS
brochure, a new salary conversion chart was prepared based on the new
executive pay levels. This information was shown in viewgraph form at
the 18 October 1979 supergrade meeting in the auditorium and is
reproduced below for inclusion in your brochure to replace the chart on

page 10.
From To
GS SPS SIS
GS-16/1 SPS-1 SIS-1 $47,889
GS-16/2 SPS-2 SIS-2 $49,499
GS-16/3-9 SPS-3-4 SIS-2 $50,112.50
GS-17 SPS-5-8 SIS-3 $51,164 *
GS-18 SPS-9 SIS-4 $52,884 *
EP-V SIS-5 $54,662 *
EP-1V SIS-6 $56,500 **
* Basic pay is limited to the rate for Level V of the Executive

Schedule ($50,112.50).
** Basic pay is limited to the rate for Level IV of the Executive

Schedule ($52,750).

In addition, on page 9, please make pen and ink changes in the center
column of the Position Conversion chart:

¢ “Current Position Level” should read: “GS-17 and SPS equiv-
alent” (delete “Higher Point GS-16s").

¢ The statement immediately below this should read “All GS-16s

and SPS Equivalent based on relative strength of the position”
(delete “Other”).

You are reminded of the 1 November 1979 deadline for declaring your
intention to convert or not to convert to the SIS.

Harry E. Fitzwater
Director of Personnel

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Special Note

Page 10 of the brochure illustrates the conversion level from the
current supergrade, SPS, and executive pay levels to the SIS levels 1
through 6. This conversion table was prepared on the assumption that
there would be no increase in the $47,500 salary limitation controlling
supergrade, SPS, and EP-5 pay levels.

As all of you are by now aware, the pay adjustment picture for federal
executive levels is unclear. We hope, of course, that the uncertainties
concerning adjustment of the current limitation of $47,500 will be
resolved soon. Until such time as that is the case, however, the
compensation information on page 10 of this brochure and the
conversion tables must be suspended. Since you have until 1 November
1979 to exercise your option to join the SIS we have every reason to
believe that this pay uncertainty will be resolved before that decision
must be made. Be assured that we will supply additional information as
soon as it is available to us.

Harry E. Fitzwater
Director of Personnel

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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An SIS member who has received an overall evaluation of 4 is
considered to have performed in a satisfactory manner. However, an
evaluation of 5 or better and a rating of no less than 5 on each
individual duty is required for consideration for a performance
award. As indicated earlier, the number of performance awards is
limited to 50 percent of the total number of SIS ceiling allowances
and only the most deserving officers will be recommended.

o Meritorious Officer Stipends—Meritorious Officer Awards of
$10,000 may be granted to SIS members for excellence in the
performance of their duties. To be eligible for a Meritorious Officer
Award, an SIS member must have an overall PAR rating of 6 or
better with ratings of at least 6 on all individual duties. As not more
than 5 percent of all SIS members may be granted a Meritorious
Officer Award, only those who clearly deserve such recognition
should be recommended.

o Distinguished Officer Stipends—A Distinguished Officer Award of
$20,000 may be granted to a limited number of SIS members for
atypical performance which is judged to be truly outstanding. To be
eligible for a Distinguished Officer Award, an SIS member must
have an overall PAR rating of 7, ratings of 7 on most individual
duties, and a rating of no less than 6 on any individual duty. Such
awards may be granted to not morc than 1 percent of the total SIS
staff.

e Awarding of Rank Stipends—During any fiscal year, SIS members
may be granted either a Meritorious or a Distinguished Officer
Award. An officer awarded either a Meritorious or Distinguished
Officer rank stipend shall not be eligible to be awarded that same

rank during the following four fiscal years.

o Performance Awards Schedule—The SIS includes a program of
three classes of performance awards based upon percentages of basic
annual salary rates. The “threc class” awards schedule permits
granting cash amounts substantial enough to provide rewards and
incentives for excellence of performance and distinctions between
differing demands of similar positions. A ceiling has been established
on each class expressed as a percentage of the total awards that may

be granted:
Class Percentage of Salary Ceiling
A 20% 25%
B 12% 30%
C 7% 45%

11
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System for Recommending Performance Awards

Following completion of all PAR’s on SIS members for which the
rating officer is responsible, the rating officer will determine which SIS
officers should be recommended for a performance award. While the
PAR will be the primary basis for determining eligibility for an award,
the rating officer must also take any other DCI/DDCI approved
criteria into consideration in formulating and presenting recommenda-
tions for performance awards and stipends.

Recommendations for performance awards, while based on perform-
ance against assigned objectives and the contributions made to the
Agency and to furthering its basic mission, must be made in consider-
ation of the limit on the number of such awards which can be made
(i.e., 50 percent of the number of total authorized SIS ceiling
allowances).

The process through which recommendations for awards are made,
reviewed, evaluated, and approved—including responsibilities related
! thereto—is as follows:

* Supervisor

* Prepares PAR(s) on SIS member(s) under his/her direct
supervision, evaluating performance in the context of the
agreed upon Advance Work Plan.

* Determines whether performance during the past year war-
rants a recommendation for a performance award,

* If a performance award is not considered appropriate based on
performance in relation to other SIS members, no further
action is required.

e If a performance award is considered Jjustified, a determina-
tion is made as to whether a Class A (20 percent), Class B (12
percent), or Class C (7 percent) award should be recom-
mended. This determination should be based on the SIS
member’s overall and individual duty performance and contri-
butions during the past year.

¢ The performance award recommendation(s) will be forwarded
to the PAR reviewing official for endorsement. If a perform-
ance award is recommended for more than one SIS member,
the awards will be prioritized.

‘ 12
I Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

-



Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

e Reviewing Officer
e Reviews the PAR.

o Comments in each case on the recommendation (or absence of
a recommendation) by the rating officer for a performance
award, indicating concurrence or nonconcurrence (and the
reasons therefore in the latter case) with the recommendation
and, if applicable, on the prioritization by the rating officer.

e Forwards the PAR(s) and recommendation(s) to the senior
operating official of the component.

o Senior Operating Official

¢ Reviews the recommendations for performance awards for all
SIS members assigned to the component.

o Comments on the appropriatcness of the performance awards
(including the class of award) recommended by rating and
reviewing officers.

o Prepares a prioritized listing of those SIS members in the
component for whom performance awards are recommended.
The number of Class A and Class B awards may not exceed
the Agency-prescribed ceiling for these two classes (i.e., Class
A - 25 percent, Class B - 30 percent).

e Forwards the list of SIS members endorsed for performance
awards.

o Senior Resources Boards
As requested by the Deputy Director or Chairman “E” Service:

» Reviews the recommendations endorsed by Operating
Officials.

« Comments on the appropriateness of performance awards
(including the class of award) endorsed by Operating
Officials.

e Prepares a list of SIS members recommended for perform-
ance awards. The number of Class A and Class B awards
may not exceed the Agency-prescribed ceiling for these two
classes (i.e., Class A - 25 percent, Class B - 30 percent).

» Identifies those SIS members recommended for performance
awards who should also be recommended for either a
Meritorious or Distinguished Officer Award. Prepares for-
mal recommendations for such awards.

13
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e Forwards the list of those SIS members recommended for
performance awards, and for Meritorious and Distinguished
Officer Awards to the Directorate Deputy Directors or
Chairman of the “E” Service who after review forwards
approval recommendation to the Director of Personnel for
preparation for DDCI approval.

14
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Senior Officer Development

The Senior Intelligence Service will provide a formalized system for
the planned and systematic development of the Agency’s senior level
officers and selected individuals in the lower grade for future assign-
ment to senior level responsibilities. By expanding and enhancing their
managerial and/or substantive knowledges, skills and capabilities, we
help ensure that the missions and functions of the Agency at-large and
the specific missions and functions of all Agency components are
carried out in the most competent and effective manner possible.
Individuals are to be encouraged to realize their fullest potential as
professional officers, whether they be managers or non-managers. All
SIS members will participate in formalized developmental programs to
the extent considered appropriate by senior Agency management.

15
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Adverse and Other
Administrative Actions

Generally, procedures for disciplinary actions and for remedial, proba-
tionary and removal actions based on performance are as follows:

¢ In cases of disciplinary actions, current procedures continue.

* In cases of performance deficiencies which must be based on
Performance Appraisal Procedures:

« Initially, operating officials recommend to the Deputy Direc-
tor concerned, in writing, remedial actions to be taken and
establishing time frames for improvement.

If initial remedial action does not correct the deficiencies, the
operating officials recommend to the Deputy Director con-
cerned, in writing, specific probation periods as last chance
efforts to help improve performance.

» If the above steps fail, cases are submitted with full documen-
tation to the Director of Personnel for removal consideration
either from SIS or the Agency by the DCI/DDCI.

« The Director of Personnel monitors all cases in all stages.

» Grievances can take a number of forms such as dissatisfaction
with performance ratings, with not receiving performance
awards, with not receiving high enough performance awards or
with remedial, probationary or removal decisions. The basic
rules set forth in Agency Headquarters Regulation [ |
[ | generally apply.

16
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President Carter...

We must encourage better performance in ways that
are used widely and effectively in private industry.
Top Federal workers are ready and willing to respond
to the risks and rewards of competitive life, and public
service will be healthier when they have that chance.

National Press Club
March 2, 1978

... The Senior Executive Service concept is designed
to let those who are successful in their efforts, be
rewarded, not just with increased monetary gain,
... but with'increased responsibility, a chance to serve
better, to let their own influence, their own talents, be
used to a much greater and fuller extent.

Fairfax High School Round Table Discussion
August 3, 1978

It is an honor for all of us to do the people’s business.
It is time to match that high purpose with even higher
performance by the President, and all those who work
with me in our Nation’s service.

Signing Ceremony for Civil Service Reform Act
October 13, 1978
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Preface

The recent passage of the Civil Service Reform Act of 1978 has
provided us an opportunity to recognize superior performance by our
senior personnel. Although the Agency is exempt from most of the
provisions of this legislation, 1 fully support its underlying principles
and concepts. It is, therefore, with much satisfaction that I have
approved the Senior Intelligence Service for the Central Intelligence
Agency, generally discussed in this brochure. I feel strongly that this
effort, in the long run, will pay dividends with a more challenged and
productive senior staff. 1 urge senior officers to give their full
understanding and support to the Senior Intelligence Service endeavor.

NSFIELD TURNER
Director

i
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The Senior Intelligence
Service—An Overview

One of the major aspects of the Civil Service Reform Act of 1978 was
the creation of the Senior Executive Service (SES). President Carter’s
desire for SES is to ensure that the executive management of the
Government of the United States is responsive to the needs, policies
and goals of the nation and is of the highest quality. It was envisioned
that SES would make it easier for the Federal Government to attract
and retain top managers, to use their abilities productively and to pay
them according to their performances.

CIA’s exemption from the Civil Service Reform Act’s Senior Executive
Service provisions was based upon Congressional recognition of the
unique duties, responsibilities and authorities of the Director of Central
Intelligence. The principles and concepts of the Act, however, are
essentially sound. Adaptation by the Agency of these principles offers
excellent prospects for improving the effectiveness of the senior officer
management system particularly by linking job performance evalua-
tions to determinations of basic salaries and opportunities for addi-
tional performance compensation based on excellence.

In view of the above, a Senior Intelligence Service (SIS) is established
for the men and women who administer programs at the top levels of
the Agency. All grades at the supergrade, SPS, and EP-V and EP-1V
levels have been designated SIS positions. All employees currently
graded at the GS-16, 17 and 18, Executive (EP) IV and V and SPS
levels are eligible for SIS membership. SIS members will be held
accountable for program accomplishment. Those who are successful
will be rewarded; those who are not may be removed from the service.

This brochure provides details on the operation of the Senior Intelli-
gence Service. Further information may be obtained by contacting the
Office of Personnel’s SIS Support Staff. I:l STAT

1
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Purposes and Principles of the
Senior Intelligence Service

Purposes of the SIS

* To ensure that senior officer management is of the highest quality
and fully responsive to the needs, policies, and goals of the Nation.

» To provide the Director of Central Intelligence with a centralized
mechanism through which to develop equitable personnel manage-
ment policies for senior officers and to direct and monitor their
implementation and enforcement.

¢ To develop and maintain a highly motivated and competent group of
individual’s capable of filling senior level positions and to provide the
type of quality performance needed for the continued success in
fulfilling the DCI’s missions and functions.

» To provide for a compensation system including salaries, benefits and
incentives and for other conditions of employment designed to attract
and retain highly competent senior officers.

e To ensure the systematic development of highly competent candi-
dates for entry into the SIS and the continuing development of
personnel alrcady members of the SIS.

e To provide for counselling, training and other assistance for those
officers who are not performing to established standards to help them
become successful performers.

Principles of the SIS

» The SIS will be operated in conformance with the merit principles as
contained in CIA regulations.

e The annual compensation awards system for senior level personnel
(those currently in grades GS-16 and equivalent SPS through
Executive Pay Level 1V) will be based on merit that is directly
related to an evaluation of actual performance on the job measured
against established criteria and standards of performance. This is to
be done with due recognition of progressively more difficult levels of
organizational and/or substantive responsibilities.

2
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« Senior officers are accountable and responsible for the effectiveness
and productivity of employees under their supervision.

e Exceptional accomplishment will be recognized with timely and
tangible performance awards.

e The regulations, policies and plans relative to equal opportunity and
affirmative action will apply to all aspects of the SIS including
appointments, reassignment, training and development, evaluation,
compensation and awards. Individuals meeting employment stand-
ards as established by the DCI will be considered for entry into the
SIS with full regard that the factors of race, color, sex, religion, age,
national origin, political affiliation, martial status, physical impair-
ment or any other non-meritorious factors will not adversely. affect
their consideration for entry into the Senior Intelligence Service.

3
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Management Structure

The Senior Intelligence Service will operate under the command
direction of the DCI/DDCI with the advice and assistance of the
Director of Personnel and a Senior Intelligence Service Advisory
Committee (SISAC). In addition, Senior Resources Boards will be
established in each of the Directorates and the “E” Service.

In general terms, the Director of Personnel’s responsibilities will deal
with matters of policy, procedures and monitoring of the SIS. The
SISAC will serve as the senior advisory body to the DCI on SIS policy
matters. The Senior Resources Boards in the Directorates and in the
“E” Service will advise and assist the Directorate Deputy Directors
and the Chairman, “E” Service in fulfilling their SIS responsibilities.
An SIS Support Staff will assist the Director of Personnel in carrying
out his responsibilities and will advise and assist the DDCI, SISAC, the
Directorate Deputy Directors, the Chairman, “E” Career Service, and
the Senior Resources Boards on SIS matters.

In addition to being responsible for the entire SIS System, the
DCI/DDCI will pay particular attention to the executive development
aspects of SIS-4, SIS-5 and SIS-6 level officers. The Directorate
Deputy Directors and the Chairman, “E” Career Service, with the
advice and assitance of the Senior Resources Boards, will administer
the personnel management of SIS-1, SIS-2 and SIS-3 level officers and
those aspects of SIS-4 management as prescribed by the DCI/DDCI.

Approfrled For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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SIS Membership

Membership in the SIS for “onboard” eligible personnel and for those
officers who are accepted into the SIS subsequent to the initial date of
implementation of the SIS system is as follows:

* All

individuals who are

“onboard”

on the initial date of

implementation of the SIS system and hold SG rank, SPS rank
and those at EP-V and EP-1V levels will be offered *“‘conversion”
membership into the SIS. (Acceptance of such conversion
membership shall not cancel, alter nor curtail any administra-
tion or other actions affecting such members that were in effect

or in process at the time of conversion.)

« General personnel procedures and benefits to apply as follows:

Personnel
Management
Feature

Election to SIS

Election to Remain
Under Current System

Assignment/conversion
(Under SIS, all super-
grade, SPS, EP-V and
EP-IV positions will be-
come SIS positions.)

Promotions

Performance Awards and
Stipends

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

Will be assigned to an SIS
position and receive no less
than current rate of pay. No
trial period will be required
upon initial election to SIS.

Subject to competitive eval-
uation for promotion by Ca-
reer Service.

Eligible for performance
awards (differing percent-
ages of base pay), a Merito-
rious Officer Award of
$10,000 or a Distinguished
Officer Award of $20,000.
(Sec Compensation and
Awards section of this bro-
chure for the basis of
awards and limitations
thereon.)

If currently assigned to an
SIS designated position, the
incumbent may be retained
in that position. However,
may be replaced by an SIS
appointee if so determined
by the DCI. Thereafter, will
be reassigned to a non-SIS
position and the DCI/
DDCI will determine grade,
pay retention or reduction.
If, in the future, again of-
fered an SIS appointment, a
one-year probationary pe-
riod will be required

Will not be promoted above

current grade.

Will not be eligible for per-
formance awards designated
for SIS members.

5
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Personnel
Management
Feature

Election to SIS

Election to Remain
Under Current System

Annual Leave and Sab-
baticals

Reassignment

Compensation

Senior Officer Develop-
ment

There will be no limitations
on accrual of annual leave
except that 80 hours ac-
crued in the leave year must
be used or forfeited. The
“80 hours use or lose” rule
does not apply to individuals
who retire during or by the
end of the leave year. They
may receive a lump sum
payment for that leave. May
be authorized one sabbatical
up to 11 months during any
ten-year period. To be eligi-
ble, must have seven years
of service equivalent to the
levels of duties and responsi-
bilities found in SIS posi-
tions. Two years service fol-
lowing the sabbatical is
required.

Eligible for reassignment to
other SIS positions at equiv-
alent level or higher.

Subject to statutory levels
and future grade and pay
determinations made by
DC1/DDCI.

May be required to partici-
pate in an SIS Senior Offi-
cer Development Program
for managers or nonman-
agers depending on status.

Annual leave entitlements
remain subject to current
Agency regulations and will
not be entitled to the SIS
sabbatical.

Not eligible for reassign-
ment to SIS positions.

Subject to statutory levels.
Though assigned to an SIS
position, will retain GS,
SPS or EP rank subject to
future grade and pay deter-
minations made by the
DCI/DDCI.

As determined by the
DDCIL.

e After the date established for conversion election of current
eligibles for membership in the SIS System, those officers who
are accepted into the SIS will be subject to a one-year trial
period where their performance will be evaluated. Less than
fully satisfactory performance (e.g., Performance Appraisal
Report overall rating of 3 or below) during the trial period will
require administrative action and decision including possible
reduction in pay level or separation if warranted.

* An appropriate SIS membership document will be designed for
acceptance and execution by each SIS member.

6

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

e b



Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

The SIS Performance
Appraisal System

The Performance Appraisal System is probably the most important
clement of SIS. It will provide the mechanism for determining
compensation for SIS members on the basis of the objective evaluation
of performance against specific organizational and individual objec-
tives agreed upon and assigned at the beginning of the annual
evaluation period. Criteria for evaluation will take into account such
things as improvement of efficiency, productivity, quality of work,
reductions in paper work, cost efficiency, timeliness of performance
and meeting of affirmative action goals. The performance appraisal
will also be a key element for promotion, employee development,
assignment, retention and other administrative actions.

The effectiveness of the Performance Appraisal System as the basis for
compensation and other determinations for SIS members will be
totally dependent on the objectivity of the rating officers who prepare
the performance appraisals and the subsequent actions of the final
decision authority.

« The performance of all members of the SIS will be evaluated on an
annual basis (with special reports as otherwise required) in accord-
ance with published schedules for the completion of such evaluations.

e The SIS Performance Appraisal System will utilize the standard
performance appraisal format (Form 45) including an Advance
Work Plan developed for the performance evaluation of all SIS
members.

« Performance Appraisal Reports and recommendation for additional
compensation, awards or other actions will be forwarded through
appropriate organizational and career channels to the DCI/DDCI
for approval.

Standards of Performance, Performance Evaluation Ratings and Their
Relationship to Compensation

« The overall performance rating and individual duty ratings on the
annual Performance Appraisal Report (PAR) and their relationship

7
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to any established criteria and standards of performance (which must
be described, understood and agreed upon in the Advance Work
Plan) will provide the basis for determination of the rated individ-
ual’s eligibility to be recommended for performance awards and/or
rank stipends.

* An overall performance evaluation rating of level 5, 6 or 7 and
individual duties evaluated at no less than level 5, will qualify an SIS
member for consideration of a performance award.

* An overall performance evaluation rating of level 4 will eliminate the
individual for consideration for any performance awards.

* An overall performance evaluation of level 3 will only assure the :
rated SIS member of retention of basic annual salary level for the .
initial subsequent year following a level 3 rating. SIS members in this
category are required to be counselled by the Head of the Career
Service and must participate in a remedial program developed by the «
Career Service to assist the individual in overcoming deficiencies in
his or her performance.

* Two successive annual overall performance ratings of level 3 or a
single annual overall performance rating of level 2 or 1 require that
the Heads of Career Service refer the case to the Director of
Personnel with a recommendation for administrative action (this can
include retention in the SIS under closely observed probation for
a definitive period of time; removal from the SIS and reduction to .
GS-15 level status and compensation; or termination from ¥

employment).
Addendum to the Advance Work Plan Jor SIS Members "
In addition to completion of the Advance Work Plan at the beginning :
of each annual evaluation period, a supplemental Statement of Under- &
standing will be executed by the SIS member and the rating supervisor. .
. . . . 4
This Statement of Understanding will inform the SIS member of the i
specific policies of the SIS Performance Appraisal System as regards &
established criteria and standards of performance and the conse- &
quences of overall performance evaluation ratings on basic annual .
salary, eligibility for performance awards, consideration for future %
promotion and retention in the SIS and/or the Agency. L-
z

8
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Special Note #2

As mentioned in the first Special Note stapled to page 11 of the SIS
brochure, a new salary conversion chart was prepared based on the new
executive pay levels. This information was shown in viewgraph form at
the 18 October 1979 supergrade meeting in the auditorium and is
reproduced below for inclusion in your brochure to replace the chart on

page 10.
From To
GS SPS SIS
GS-16/1 SPS-1 SIS-1 $47,889
GS-16/2 SPS-2 SIS-2 $49,499
GS-16/3-9 SPS-3-4 SIS-2 $50,112.50
GS-17 SPS-5-8 SIS-3 $51,164 *
GS-18 SPS-9 SIS-4 $52,884 *
EP-V SIS-5 $54,662 *
EP-IV SIS-6 $56,500 **
* Basic pay is limited to the rate for Level V of the Executive

Schedule ($50,112.50).
** Basic pay is limited to the rate for Level IV of the Executive

Schedule ($52,750).

In addition, on page 9, please make pen and ink changes in the center
column of the Position Conversion chart:

o “Current Position Level” should read: “GS-17 and SPS equiv-
alent” (delete “Higher Point GS-16s”).

» The statement immediately below this should read “All GS-16s
and SPS Equivalent based on relative strength of the position™
(delete “Other”).

You arc reminded of the 1 November 1979 deadline for declaring your
intention to convert or not to convert to the SIS.

Harry E. Fitzwater
Director of Personnel
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Compensation and Awards

Compensation and awards, like performance appraisal, are key ele-
ments in the SIS system and provide the essential incentives for the
ultimate effectiveness of the SIS system.

Initial Conversions.to the New Executive Schedule Rates

e The initial conversion of the existing SG, SPS and EP-V and EP-IV
positions to the SIS structure will be accomplished in accordance
with the position conversion table presented below:

From To
SIS
POSITION
FUNCTIONAL LEVEL CURRENT POSITION LEVEL LEVEL
Deputy Directors EP-1V SIS-6
Associate Deputy Directors
Senior Staff Specialists EP-V SIS-5

Senior Office Heads

Office Chiefs

DDO Division Chiefs

Senior Group and Staff
Chiefs GS-18 S1S-4

Senior Analysts

Senior Operations Officers

SPS-9’s

Deputy Office Chiefs

Senior Analysts GS-17 and “Higher Point” SIS-3
Senior Operations Officers GS-16’s and SPS Equivalent

SPS Equivalents

All other managers

Senior Analysts All other GS-16s and SPS SIS-2
Senior Operations Officers Equivalent Based on Relative or
Staff Chiefs Strength of the Position SIS-1

SPS Equivalents

For purposes of effecting the initial conversion of current annual
salary rates for SG, SPS and EP-V and IV officers, six pay rates,

9
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which were set by the President for the Federal SES, are established
for SIS. Such rates are as follows:

SIS-1  $47,889
SIS-2 49,499

SIS-3 51,164
SIS-4 52,884
SIS-5 54,662

SIS-6 56,500

 All current eligibles, who elect membership in the SIS, will have
their basic annual salary rates converted to SIS levels upon imple-
mentation of the SIS system as shown below:

From To

GS SPS SIS
GS-16/1-5 SPS 1-2 SIS-1 $47,889
GS-16/6-9 SPS 3-4 SIS-2 $49,499
GS-17 SPS 5-8 SIS-3 $51,164
GS-18 SPS 9 SIS-4 $52,884
EP-V SIS-5 $54,662
EP-1V SIS-6 $56,500

* Current eligibles converted to the SIS cannot receive an annual
salary less than that payable at the time of conversion to an SIS rate.

¢ Subsequent appointments to SIS levels after initial conversion will be
based on individual qualifications and levels of responsibilities.

Awards and “Rank” Stipends

¢ The Civil Service Reform Act establishes a system of performance
awards and rank stipends called Distinguished and Meritorious
Executives for the Senior Executive Service which has been adopted
for the SIS.

The total number of performance awards may not exceed 50% of the
total number of SIS ceiling. This limitation was instituted to insure
selectivity with only the strongest performance warranting awards.
The number of rank stipends is limited to 1% for Distinguished
Officers and 5% for Meritorious Officers.

* Performance Awards—The Agency Performance Appraisal Report
(PAR) will be the primary basis for determining eligibility for a
performance award.

Apprlc;)ved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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An SIS member who has received an overall evaluation of 4 is
considered to have performed in a satisfactory manner. However, an
evaluation of 5 or better and a rating of no less than 5 on each
individual duty is required for consideration for a performance
award. As indicated earlier, the number of performance awards is
limited to 50 percent of the total number of SIS ceiling allowances
and only the most deserving officers will be recommended.

o Meritorious Officer Stipends—Meritorious Officer Awards of
$10,000 may be granted to SIS members for excellence in the
performance of their duties. To be eligible for a Meritorious Officer
Award, an SIS member musi have an overall PAR rating of 6 or
better with ratings of at least 6 on all individual duties. As not more
than 5 percent of all SIS members may be granted a Meritorious
Officer Award, only those who clearly deserve such recognition
should be recommended.

o Distinguished Officer Stipends—A Distinguished Officer Award of
$20,000 may be granted to a limited number of SIS members for
atypical performance which is judged to be truly outstanding. To be
eligible for a Distinguished Officer Award, an SIS member must
have an overall PAR rating of 7, ratings of 7 on most individual
duties, and a rating of no less than 6 on any individual duty. Such
awards may be granted to not more than 1 percent of the total SIS
staff.

o Awarding of Rank Stipends—-During any fiscal year, SIS members
may be granted either a Meritorious or a Distinguished Officer
Award. An officer awarded either a Meritorious or Distinguished
Officer rank stipend shall not be eligible to be awarded that same
rank during the following four fiscal years.

e Performance Awards Schedule—The SIS includes a program of
three classes of performance awards based upon percentages of basic
annual salary rates. The *threce class” awards schedule permits
granting cash amounts substantial enough 1o provide rewards and
incentives for excellence of performance and distinctions between
differing demands of similar positions. A ceiling has been established
on each class expressed as a percentage of the total awards that may

be granted:
Class Percentage of Salary Ceiling
A 20% 25%
B 12% 30%
C 7% 45%

11
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System for Recommending Performance Awards

Following completion of all PAR’s on SIS members for which the
rating officer is responsible, the rating officer will determine which SIS
officers should be recommended for a performance award. While the
PAR will be the primary basis for determining eligibility for an award,
the rating officer must also take any other DCI/DDCI approved
criteria into consideration in formulating and presenting recommenda-
tions for performance awards and stipends.

Recommendations for performance awards, while based on perform-
ance against assigned objectives and the contributions made to the
Agency and to furthering its basic mission, must be made in consider-
ation of the limit on the number of such awards which can be made
(i.e., 50 percent of the number of total authorized SIS ceiling
allowances).

The process through which recommendations for awards are made,
reviewed, evaluated, and approved—including responsibilities related
thereto—is as follows:

o Supervisor

« Prepares PAR(s) on SIS member(s) under his/her direct
supervision, evaluating performance in the context of the
agreed upon Advance Work Plan.

e Determines whether performance during the past year war-
rants a recommendation for a performance award.

e If a performance award is not considered appropriate based on
performance in relation to other SIS members, no further
action is required.

e If a performance award is considered justified, a determina-
tion is made as to whether a Class A (20 percent), Class B (12
percent), or Class C (7 percent) award should be recom-
mended. This determination should be based on the SIS
member’s overall and individual duty performance and contri-
butions during the past year.

e The performance award recommendation(s) will be forwarded
to the PAR reviewing official for endorsement. If a perform-
ance award is recommended for more than one SIS member,
the awards will be prioritized.

12
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» Reviewing Officer
e Reviews the PAR.

« Comments in each case on thc recommendation (or absence of
a recommendation) by the rating officer for a performance
award, indicating concurrence or nonconcurrence (and the
reasons therefore in the latter case) with the recommendation
and, if applicable, on the prioritization by the rating officer.

» Forwards the PAR(s) and recommendation(s) to the senior
operating official of the component.

» Senior Operating Official

« Reviews the recommendations for performance awards for all
SIS members assigned to the component.

» Comments on the appropriateness of the performance awards
(including the class of award) recommended by rating and
reviewing officers.

e Prepares a prioritized listing of those SIS members in the
component for whom performance awards are recommended.
The number of Class A and Class B awards may not exceed
the Agency-prescribed ceiling for these two classes (i.e., Class
A - 25 percent, Class B - 30 percent).

o Forwards the list of SIS members endorsed for performance
awards.

e Senior Resources Boards
As requested by the Deputy Director or Chairman “E” Service:

e Reviews the recommendations endorsed by Operating
Officials.

o Comments on the appropriateness of performance awards
(including the class of award) endorsed by Operating
Officials.

* Prepares a list of SIS members recommended for perform-
ance awards. The number of Class A and Class B awards
may not exceed the Agency-prescribed ceiling for these two
classes (i.e., Class A - 25 percent, Class B - 30 percent).

o Identifies those SIS members recommended for performance
awards who should also be recommended for either a
Meritorious or Distinguished Officer Award. Prepares for-
mal recommendations for such awards.

13
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« Forwards the list of those SIS members recommended for
performance awards, and for Meritorious and Distinguished
Officer Awards to the Directorate Deputy Directors or
Chairman of the “E” Service who after review forwards
approval recommendation to the Director of Personnel for
preparation for DDCI approval.

14
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Senior Officer Development

The Senior Intelligence Service will provide a formalized system for
the planned and systematic development of the Agency’s senior level
officers and selected individuals in the lower grade for future assign-
ment to senior level responsibilities. By expanding and enhancing their
managerial and/or substantive knowledges, skills and capabilities, we
help ensure that the missions and functions of the Agency at-large and
the specific missions and functions of all Agency components are
carried out in the most competent and effective manner possible.
Individuals are to be encouraged to rcalize their fullest potential as
professional officcrs, whether they be managers or non-managers. All
SIS members will participate in formalized developmental programs to
the extent considered appropriate by scnior Agency management.

15
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Adverse and Other
Administrative Actions

Generally, procedures for disciplinary actions and for remedial, proba-
tionary and removal actions based on performance are as follows:

* In cases of disciplinary actions, current procedures continue.

* In cases of performance deficiencies which must be based on
Performance Appraisal Procedures:

* Initially, operating officials recommend to the Deputy Direc-
tor concerned, in writing, remedial actions to be taken and
establishing time frames for improvement.

* If initial remedial action doeés not correct the deficiencies, the
operating officials recommend to the Deputy Director con-
cerned, in writing, specific probation periods as last chance
efforts to help improve performance.

» If the above steps fail, cases are submitted with full documen-
tation to the Director of Personnel for removal consideration
either from SIS or the Agency by the DCI/DDCI.

* The Director of Personnel monitors all cases in all stages.

* Grievances can take a number of forms such as dissatisfaction
with performance ratings, with not receiving performance
awards, with not receiving high enough performance awards or
with remedial, probationary or removal decisions. The basic
rules set forth in Agency Headquarters chulation:

| |general]y apply.

16
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SUB-SYSTEM 10
INITIAL PUBLICITY AND ORIENTATION

SUB-SYSTEM CONTENTS

This sub-system would provide for the initial internal agency publicity
and orientation necessary for executives to understand the Senior Intelligence
Service System and to make personal decisions on joining. In addition, it
will provide an understanding of the system to support personnel and their
roles relative to its administration.

The Task Group proposes the following steps to meet the above objectives:

A. Prepare letters from the DCI to all prospective SIS members
inviting them to join the Senior Intelligence Service. Also, prepare
membership election letters from the Director of Personnel informing
prospective members of SIS provisions and requesting their membership
election decisions.

B. Develop and publish a Senior Intelligence Service booklet
summarizing major provisions of the program. This booklet is
envisioned as containing general information for all interested
employees, senior officer and otherwise.

C. Develop and publish article(s) for the DDA Exchange on the
Senior Intelligence Service.

D. Orient SIS members on the content and application of the
revised Performance Appraisal System in the SIS context.

E. Brief support elements (e.g., persomnel, finance, and training

officers) on the SIS and relate to their roles.
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F. Write and publish notices on various aspects of initiating
the SIS and subsequent changes.
Longer range training and orientation for current and future executives is

considered under the Senior Officer Development Program. (See Sub-System 7.)

COMMENTARY

It is of the upmost importance that all those employees who are
directly affected by, or in support of, the Senior Intelligence Service
System understand if fully. The thoroughness with which this is done may
well determine the degree of support, acceptance and, even, success the
new system will attain. The style and professionalism of the various

presentations, therefore, should be of the highest quality.

The above. proposals are:

()Y APPROVED  ( ) DISAPPROVED
STATINTL

27 SEP 1979
Qgputy Director of Central Intelligence Date
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SUB-SYSTEM 11
REGULATIONS AND PROCEDURAL GUIDES

SUB-SYSTEM CONTENT

The sub-system provides for the development and/or revision and
publication of regulations, handbooks and procedural guides necessary
to the implementation and continuing administration of the Senior
Intelligence Service System.

The Task Group proposes the following steps to attain these

objectives:

A. Write regulations on the policy, structure, responsibilities,
authorities and operating procedures of the Senior Intelligence
Service and coordinate as appropriate.

B. Search existing regulations and procedures (e.g., finance/personnel)
to recommend appropriate revisions or deletions and to ensure
consistency among regulations.

C. Develop handbooks and procedural guides on the operational details
of the SIS for use by managers in administering the program and by
support personnel in accomplishing the administrative details.

COMMENTARY
The actual development for publishing any of these materials obviously

cannot commence until the specifics of the SIS program are approved.

The above proposals are:
i

(\/{ APPROVED ] () DISAPPROVED STATINTL

27 SEP 1979
Deputy Director of Central Intelligence Date
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BASIC PROPOSALS

SENIOR EXECUTIVE SERVICE
FORWARD

‘The Office of Personnel Task Group established to design and
develop.a Senior Executive Service (SES) for those employees under the DCI's
authority has completed '
a detailed study of the data available on the Civil Service Reform
"Act's Senior Executive Service. This study encompassed the statutory
provisions of the Act, interpretative material and guidances developed
by the Office of Personnel Management and a review of the appréac:hes y
methodologies and processes developed by a number, of other Federal
agencies for implementation of the SES in their organizations.

The Task Group has concentrated on the development of an initial
set of basic proposals on the fundamental architecture, principles,
and pr_imary sub-system structures for - i system which will
provide the framework for the establishment of the SES operating
program. |

These initial proposals were developed on the basis of the

following premises:

a. that the overall system should be constructed |LLEG|B-

along the general lines of the Federal Senior Executive
Service buﬁ with adaptations as appropriate to better
serve the particular needs of the ~DCI ' in accomplishing
. missions;
b. that the start-up structure and substance of the {
system should be as "'s:'i_mple" as practicable yet provides

coverage for all basic programmatic elements essential
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to a viable operating system. Modification to the
initial program may be required or desirable in the
future as the system becomes fully operational;

c. that a basic compensation sub-system patterned after
President Carter's published SES salary range (e.g.,
Executive Scale 1 thrqugh Executive Scale 6) be
established eiren though there are current indications
that Congress may not 1ift the current limitation on
executive level salaries for fiscal year 1980;

d. that;m anticipation that Congress may not 1ift the
current salary limitation, the - #SES performance
award sub-system provide substantial monetary awards in
recognition of and as incentives for excellence of

performance; and

.

To facilitate the review and consideration of the Task Group's
initial proposals, they are presénted in a section by section topical
sequence with clarifying commentary as appropriate. Where certain
topics offer optional approaches, such options are presented with

recommendations and rationale for the preferred option indicated.

2
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SECTION I
FUNDAMENTAL PROPOSALS

TOPICS: Name of the System; Statutory Authority; and Rationale

for Establishing a Senior Executive Service System,

A. Name of the System

Proposal: The system shall be called the "Senior ILLEGIB

Intell_igente Service (SIS)".

B. Statutory Authority for the Senior Intelligence Service

Proposal:

The legal authority for the DCI to establish a
Senior Intelligence Service is contained in

Title 50, U.S.C.A., Section 403a - 403j.

C. Rationale for Establishing a Senior Intelligence Service

Proposal:

Exemption from the Civil Service Reform

Act's Senior Executive Service was based upon
Congressional recognition of the unique duties,
responsibilities and authorities of the Director
of Central Intelligence ’as defined in Title 50,
U.S.C.A., Section 403a - 403j.

The principles and concepts of the Reform Act's

Senior Executive Service provisions, however,

- are essentially sound. Adaptation

of these principles offers excellent prospects

improving the effectiveness of the
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senior officer management system particularly the
linkage of job performance evaluations to determina-
tions of basic salaries and opportunities for
additional performance compensation based on
excellence.

D. Scope and Administration of Senior Intelligence Service

Propb;‘ﬁl: The policies and procedures of the Senior ILLEGIB

Intelligence Service will be fully applicable to all
ofganizational elements of both thé Central
Intelligence Agency and the Intelligencé Community
Staff with each managed and administered under
separate but parallel systenms.

COMMENTARY ;

None.

The above/proposals are:
(.) APPROVED () DISAPPROVED

STATINTL

18 SEP 1979
De}fm:y Director of Central Intelligence Date
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2, TOPIC: Scope of the Senior Intelligence Service System
- Proposal: The SIS is conceived to be a total personnel
| system for the management of all senior level
positions (GS-16 and equivalent SPS through
EP-1V), authorized ceiling and senior level
personnel. All currently designated grades
GS-16 and equi&alent SPS through EP-IV
positions and personnel are recommended to
be redesignated with Senior Intelligence Service
(SIS) identifiers SIS-1 through SIS-6 as
appropriate to distinguish between levels of

managerial and/or substantive responsibility.

CQOMMENTARY _

‘The Federal Senior Executive Service under the Civil Service
Reform Act of 1978 includes only managerial personnel and positions
with senior non-managerial specialist/analyst persomnel and positibns
retained under the current supergrade (GS 16-18) system. Agencies covered
under the Civil Service Reform Act must, therefore, maintain two
separate executive level personnel management systems, each with
distinct and different sets of policies, principles and procedures.

The essential principle of the Reform Act's Senior Executive
Service is to relate direcﬁly compensation‘of the individual to the
relative level of work requirements levied on the individual and the
quality of performance by the individual in carrying out his or her

assigned responsibilities.
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The Task Group believes this basic principle is applicable to all
senior level personnel whether they be managers or non-manageré and

recommends their inclusion in the Senior Intelligence Service.

The above proposadl is: STATINTL
.~ (¥’  APPROVED ( ) DISAPPROVED
18 SEP 1979
/Deputy ‘DiTectdr of. CentfaiIntelligence Date
6
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SECTION II

PURPOSES AND PRINCIPLES OF THE SIS

1. TOPIC: Purposes of the SIS

Proposal:

a.

To ensure that senior officer managemeﬁt is
of the highest quality and fully responsive
to the needs, policies, and goals of the Natioﬁ.
To providé the Director of Central Intelligence
with a centralized mechanism through which to
develop equitable persomel management policies
for senior officers and to direct and monitor
their implementation and enforcement.
To develop and maintain a highly motivated and
competent group of iﬁdividuals capable of filling
senior level positions and to provide the type
of quality performance needed for the continued
the DCI's
success ; (in fulfilling ! missions
and functions.
To provide for a compensation system including
salaries, benefits and incentives and for other
conditions of employment designed to attract
and retain highly compe‘tent senior officers.
To ensure the systematic development of highly
competent candidates for entry into the SIS and
the continuing development of personnel already

members of the SIS.
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f. To provide for the prompt removal from the SIS,
those officers who are not performing to

established standards.

COMMENTARY

None.

2. TOPIC: Principles of the SIS
| Proposal: a. The SIS will be operated in conformance with the
- merit principles.as coﬁtained 1(1:'1IA and Icrsegulations-

b. The annual compensation awards system for
senior level persomnel (those currently in grades
GS-16 and equivalent SPS through Executive Pay
Level IV) will be based on merit that is directly
related to an evaluation of actual performance
on the job measured against established criteria
and standards of performance. This is to be done
with due recognition of progressively more
difficult levels of organizational and/or
substantive resporisibilities.

c. Senior officers are accountable and responsible
for the effectiveness and productivity of employees
under their supervision.

d. Exceptional accomplishment will be recognized

with timely and tangible performance awards.

8
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e. The regulations, policies and plans relative to
equal opportunity and affirmative action will
apply to all aspects of the SIS including
appointments, reassignments, training and
development, evaluation, compensation and awards.
Individuals seeking entry into the SIS will be
considered with full regard that the factors of
race, color, sex, religion, age, national origin,
political affiliation, marital status, physical
impairment or any other non-meritorious factors
will not adversely effect their consideration
for entry into the SIS except as they may be

valid security considerations.

COMMENTARY
None.
The above I:m}ya'i’s are: v
@) APPROVED, ( ) DISAPPROVED STATINTL
o .
o 18 SEP 1979
_{:Ibpl-j‘ ty %irectoitof Central Intelligence Date
i : o 3 5( [/2/4

l/ L pel)  oF A

e W/ S . (79 Mé/’)

W 10 STATINTL
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SECTION III
SUB-SYSTEMS OF THE SIS

The Task Group has identified eleven sub-system structures basic
to the establishment and implementation of the operating programs of
the SIS. VThe general content, basic policies, principles and/or
structures of these sub-systems are presented for consideration and
approval. Approval of these basic proposals (and/or modifications as
required) will permit the Task Group to proceed with the development of
the necessary detailed proposals on the processes and procedures of how

each sub-system will function. These sub-systems are:

Sﬁb—System 1 - Management Structure

Sub-System 2 - The SIS Membership System

Sub-System 3 - SIS Ceiling and Position Management Controls
Sub-System 4 - The SIS Performance Appraisal System
Sub-System 5 - Funding, Compensation and Awards
Sub-System 6 - Competitive Promotion

Sub-System 7 - Senior Intelligence Officer Development
Sub-System 8 - Adverse and Other Administrative Actions

Sub-System 9 - Evaluation of the SIS System

Sub-System 10 Initial Publicity and Orientation

Sub-System 11

Regulations and Procedural Guides

10
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SUB-SYSTEM 1
MANAGEMENT STRUCTURE

SUB-SYSTEM CONTENT

This sub-system provides the mechanism through which the DCI/DDCI
will direct and manage the Senior Intelligence Service.

The Task Group proposes that the SIS operate under the command
direction of the DCI/DDCI with the advice and assistance of the Director
of Personnel (who will establish a new Office of Personnel staff support
element specifically dedicated to staff support for the SIS System) and
a‘Senior Intelligence Service Advisory Staff (SISAS).

In addition, Senior Resources Boards are recommended to be
established in each of the Directorates, the "E" Service, and the ICS
(RMS and CIS).

In general terms, the Director of Persomnel's responsibilities will
deal with matters of policy, procedures and monitoring of the SIS while
the SISAS will deal primarily with programmatic issues and problem areas.
The Senior Reséurces Boards in the Directorates, the '"E" Service and ICS
are to be the "operating™ arms of the SIS. Functionally, the DCI/DDCI
will administer directly the personnel management program for SIS-5 and
SIS-6 level officers and certain aspects of SIS-4 officer management.
Senior Resources Boards established in the Career Services will administer
the SIS-3, SIS-2 and SIS-1 in their respective areas. The Deputy Directors
and Chaiyman of the "E'" Service will administer the persomnel management
of SIS-4 and those aspects of SIS-4 management prescribed by the DDCI/DCI.

More specifically:

11
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A. Director of Personnel

1. The Director of Personnel with the support and assistance

of the Office of Personnel SIS Support Staff, will provide advice and

recormendations to the DDCI on such matters as:

(a)

(b)
(c)

(@)

(e)

The formulation of policy and uniform standards
for the SIS System. -
Utilization of SIS positions.

In collaboration with the Cormptroller, the allocation
of SIS ceiling allowances ﬁo Career Services.

In collabofation with the Comptroller, determination
of monetary resources available for performance awards
and "rank" stipends and development of guidelines for

their distribution to the major componentsg

Evaluation (by the Office of Persomnel's Persomnel
Management Bvaluation Staff) of the SIS operating

program (including the Agency-wide SIS Development
Program) és carried out by the Career Services and
component managers to ensure Agency-wide equity and

conformity with Agency SIS policies and standards.

2, The Director of Personnel also will:

(a)

Review performance appraisals and other documentation
submitted with reconmendations for performance awards
and rank stipends by the Deputy Directors and the
Chairman of the "E" Service and forward all recommenda-

tions received to the DDCI for approval.:

. Approved For Release 2002/11/18 : qQ-RDP89-01 114R000300060001-7
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(b) Provide centralized review, recommendations and
support to the DDCI on promotion recommendations
into and within the SIS levels as submitted to the
DCI/DDCI.
(c) Evaluate adverse action requeéts on SIS officers such
~as removal from SIS and termination of employment,
and make recommendations to the DCI/DDCI.

B. Senior Intelligence Service Advisory Staff (SISAS)

The SISAS will consist of the DDCI (as Chairman, the four
Directorate Deputy Directors, the Chairman of the "'E" Career Service,
the Comptroller and the Director of Personnel. The Chief of the
Director of Personnel's SIS Support Staff will serve as Executive
Secretary.

The SISAS will serve as an advisory body to fhe DCI/DDCI
on programmatic issues and problem areas.

C. Director of Personnel's SIS Support Staff

The SIS Support Staff is recommended, initially, to consist
of a Chief, two Persomnel Officers and one Personnel Assistant/Secretary
to assist and support the Director of Personnel in carrying out the
immediate functions and responsibilities required in the ''start-up"
phase of the institution of the SIS System. Appropriate augmentation
of this staff will be required in the near future and as necessary to
assist fhe Director of Persomnel in carrying out his responsibilities
as stated in (A) above and to advise and assist the DDCI, SISAS and

the Senior Resources Boards on SIS matters.
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D. Senior Resources Bodrds

Senior Resources Boards are advisory to the Deputy Directors,
the Chairman of the "E" Service and Directors of RMS and CTS and each
will consist of a chairman and senior Career Service officers who are
menbers of the SIS. Primary fimctions are to:

1. Establish.systematized Development Programs for SIS-1,

2, and 3 level officers in conformance with _

policy directives and uniform criteria and standards as
prescribed by the DCI. These Development Programs will
provide for the selection and planned development through
selective assignments and training of promising candidates
from the grade GS 13-15 "feeder groups'' for future entry
into the SIS and the continuing professional development
of SIS members through level SIS-3. Those §IS-3 level
officers identified as having high potential for SIS-4
level will be provided developmental experiences (assign-
ments and training) as prescribed by the DCI/DDCI.

2. Conduct an annual ;eview of all performance .appraisals
conpleted by component supervisors of SIS-l,- 2, and 3
level members (regardless of Career Service designation)
assigned in the component ' and the supervisory
recommendations for their upcoming year performance and

rank stipend awards. Submit results of these reviews

o

dations to the Head of the Directorate and

Chairman of the '"E" Service who upon review and approval
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will forward to the Director of Personnel for consolidation
for the DDCI.

3. Conduct at léast annual Y, comparative value rankings

uniform criteria/and DDCI approvéd special Career Service-

rélated criterfa as a basis fof these comparative rankings.

4. Conduct at least annually, competitive merit promotion
exercises for SIS careerists using wniform T

promotion criteria and standards (and any special Career

Service criteria and standards as approved by the DDCI).

COMMENTARY

The SIS management system described above is designed to utilize,
initially, the existing major organizational and as appropriate Career
Service jurisdictional authority structures and methodological concepts
as mﬁch as possible. The Senior Resources Boards will be given the
responsibility for the review, endorsement and processing of performance
awards and rank stipends recommended for any SIS member assigned within
the Directorate's organizational eleménts, regardless of the member's
Career Service affiliation. *

As with all parts of the SIS, these proposals are designed to
support the initial start-up phase of the system. Further refinements
can best be developed in an actual operational environment and system

management must be flexible enough to accept changes.

15
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Although only the very briefest statement is made on the SIS
Support Staff, its importance in the scheme of things cannot be over-
stated. It is envisioned, much as a Congressional Staff, as the
researchers, implementors and the shadow force which provides continuity
among the various SIS elements and the gas which keeps it running. It
is difficult to say, at this time, what its ultimate staffing make up

should be.

The above proposals are:

« ) ~APPROVED ( ) DISAPPROVED STATINTL
18 SEP 1979
!]Jepyty‘DirecEr Sf Central Intelligence Date
‘/1 L
16
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SUB-SYSTEM 2
THE SIS MEMBERSHIP SYSTEM

SUB-SYSTEM CONTENT

This sub-system would cover basic policies, principles and the
related procedures applicable to membership in the SIS for 'on board"
éligible personnel and for those officers who are accepted into the
SIS subseciuent to the initial date of implementation of the SIS System.

The Task Group proposes that the following basic policies and
principles be established (procedures would be subsequently developed
on the basis of these policies and principles):

A. A1l individuals who are 'on board" on the initial date of
implementation of the SIS System and hold SG rank, SPS rank
and those at EP-V and EP-IV levels will be offered '"conversion"
membership in the SIS. Acceptance of such conversion membership
shall not cancel, alter nor curtail any administrative or
other actions affecting such members that were in effect or
in process at the time of conversion.

B. While it is hoped that all such eligible officers will elect
membership in the SIS, those who do not will initially be
allowed to remain in their present position and will retain
their current GS, SPS or EP status and grade. In the event
thét the DCI/DDCI determines that an SIS designated position
occupied by an officer who declined membership in the SIS is
needed to accommodate an SIS member or other utilization

within the SIS program, the non-SIS encumbent must vacate the

17
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- position and will be eligible for consideration for reassignment
to a General Schedule (GS) designated position for which it is
determined that they are qualified. Such action will include
DCI/DDCI decision on grade and/or salary retention or reduction

which will be administered in accordance with the policies and

provisions contained in Regulations. ||_|_EG|B

In addition, eligible officers who decline membership will not

be eligible for:

° Promotion above their attained grade level when
they declined membership in the SIS.
Performance awards designated for SIS members.
Annual leave acéruals and sabbatical authorized
for SIS members.

° Reassignment to an SIS designated position.

C. Those currently eligible officers who elect membership in the
SIS will not be subject to any additional trial period.

D. In no instance will eligible officers who accept membership
in the SIS lose compensation or benefits in the transition.

E. After the date established for conversion election of current
eligibles for membership in the SIS System, those officers who
are accepted into the SIS will be subject to a one-year trial
period where their performance will be evaluated. Less than
fully satisfactory performance (e.g., Performance Appraisal

Report overall rating of 3 or below) during the trial period

will require administrative action and decision including
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possible reduction to grade GS-15 level or separation

if warranted.

F. Officers initially selected for SIS membership will be
converted to an appropriate SIS annual pay rate which is at
least equal to their annual salary rate payable on the date
immediately prior to the implementation of the SIS. (The
proposed conversion rates are contained in the Task Group's
proposals in the "Funding, Compensat_ion and Awards Sub-System'
section of this paper.) -

G. An appropriate SIS membei'ship document (terms, conditions,

| rights and obligations) will be designed for acceptance and
execution by each SIS member and certification by the SIS

management authority.

QOMMENTARY

[Rosiniuiiuiimmmunsnna e

None.

The above proposals are:

¢/, ( -) DISAPPROVED STATINTL
18 SEP 1979
Dep;it}‘r"' Pirector of Central Intelligence Date
19
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SUB-SYSTEM 3
SIS CEILING AND POSITION MANAGEMENT CONTROLS

SUB-SYSTEM CONTENT

This sub-system will cover policies, principles and procedures
relative to the management and administration of SIS ceiling allowances
and their allocation and distribution within CIA and ICS; establishing
distinctions among levels of responsibility among SIS positions; and
position management and controls.

The Task Group has developed proposals for this sub-system relative
to basic policies and principles in order to proceed with the further
deveiopment of this important sub-system. These proposals are as
follows:

A. Management of SIS Ceiling Allowances

1. As of the date of implementation of the SIS, the mumber
of SIS ceiling allowances will equate to the mumber of
SG, SPS and EP-V and EP-IV allowances currently authorized
for CIA and ICS.

2. The initial distribution of SIS ceiling allowances to
the Career Services and ICS will be the same as currently
allocated. |

3. Subsequent adjustments to the distribution of ceiling
allowances will be approved by the DDCI.

4. Uniform procedures will be developed which prescribe the
methodology and substance for the submission o% requests

for increases in SIS ceiling allocations.
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COMMENTARY

The total number of SG, SPS and EP-V and EP-IV ceiling allowances
currently approved for CIA and ICS appear adequate for the SIS.

Any increase in such ceiling will require justification to OMB and
the Congressional Oversight Committees. At such a time as it is
determined by the DCI/DDCI that additional ceiling is required, such

requests can be presented.

The above proposdls are:

STATINTL ") ~APPROVED ( ) DISAPPROVED

18 SEP 1979

%pﬂfy Directbr of Central Intelligence Date
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B. SIS Position Management and Controls

Although several approaches were explored relative to the
jnitial establishment of total SIS positions on the "Tables of
Organization, the Task Group proposes: As of the date of implementation
of the SIS, all positions currently classified on the Table of
Organization at the GS-16, 17 and 18 levels, all SPS positions, and all

EP-V and EP-IV positions be redesignated as SIS positions.

COMMENTARY -

This proposal represents the present policy whereby any position
tﬁat is audited and adjudicated at the SG or SPS level is put on the
books at the classified grade level.

The external limitations imposed by OMB as to the mumber of SG or
SPS officers that can be employed at these levels is an encumbent
control and is not relative to the adjudicated evaluation of total
positions.

The present policy also provides a degree of flexibility to the
component managers to elect which positions can be filled by SG or SPS
officers at any point in time. The integrity of classification concepts
to adjudicate positions at their appropriate grade is preserved under
current policy.

In previoué issues with both OMB and Congressional Committees
regarding defense of the mumber of SG ceiling allocated to CIA, the
fact that OP/PMCD had audited and classified more SG positions on the
Tables of Qrganization than our allocated ceiling could accommodate was

an important factor in defending retention of our current allocations.
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The above proposals are:

¢ >y  ApPROVED - ( ) DISAPPROVED

1t SEV 1979

'ﬁep/i{}y Trracior bf Central Intelligence Date
4
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C. ~Establishing Pay Level Distinctions Between SIS Positions

The Civil Service Reform Act does not require the use of
position classification techniques to establish different levels for
SES positions. Conventional position classification, however, 1is
required for the adjudication of non-managerial supergrade jobs.

Under OPM guidance/instructions to agencies covered under
Civil Service Reform Act, differentiation between levels of executive/
managerial positions is required. While not prohibiting formal classi-
fication of SES positions, OPM proposes that differentiation be controlled
by position analysis and the development of specific "qualification '
standérds" that SES members must meet to be selected for assignment to
a specific SES position.

These qualification standards will establish the distinctions
between levels of responsibility and performance demands through their
application to proposed encumbents for a position rather than position
standards per se. This approach fixes responsibility with component
managers to develop and apply definitive qualification standards to
determine which of the six Executive Schedule levels (e.g., ES-1 through
ES-6) a position encumbent should be paid to ensure that the individual
is neither overpaid nor underpaid relative to their respective

responsibilities.

COMMENTARY
While the OPM approach warrants consideration and, if stringently
administered, would provide the required distinctions between levels of

responsibility, consideration of other approaches whereby SIS positions

24
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would be adjudicated on their own merits through modified position
classification techniques may be a more effective approach.

The Task Group has explored several SIS position level patterns
and ranges that might be applied within the constraints of the Presidential
Executive Schedule salary level schedule (e.g., ES-1, $47,889 through
ES-6, $56,500) but find each of these schedules present inappropriate
overlaps because of the severe compression of the Executive Schedule
salary range.

The Task Group proposes that in order to provide for the initial
conversion of the existing SG, SPS and EP-V and EP-IV position structure
to the SIS structure, an interim schedule be implemented to directly

..convert, without further audit, all current eligible senior level
positions in accord with the position conversion table presented in the
attachment.

The Task Group further recommends that studies be continued on
this subject by the Office of Personnel to explore the practicability
of developing other options for establishing distinctions between the

levels of SIS positions.

The above propqsais are:

STATINTL .
(Y APPROVED ( ) DISAPPROVED
18 SEP 1979
Depuinyffector of Central Intelligence Date
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Sub-System 3
Attachment
PROPOSED INITIAL POSITION CONVERSION TABLE
FROM T0

FUNCTIONAL LEVEL

CURRENT POSITION LEVEL

SIS POSITION LEVEL

Deputy Directors

EP-IV

SIS-6

Associate Deputy Directors
Senior Staff Specialists
Senior Office Heads

SIS-5

Office Chiefs

DDO Division Chiefs

Senior Group and Staff Chiefs
Senior Analysts

Senior Operations Officers
SPS-9's

GS-18

SIS-4

Deputy Office Chiefs
Senior Analysts

Senior Operations Officers
SPS Equivalents

GS-17 and "High Point"
GS-16's and SPS Equivalent

SIS-3

All other managers

| Senior Analysts

Senior Operations Officers
Staff Chiefs

SPS Equivalents

All other GS-16's and SPS

Equivalent Based on Relative

Strength of the Position

SIS-2
or
SIs-1

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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SUB-SYSTEM 4
THE SIS PERFORMANCE APPRATSAL SYSTEM

SUB-SYSTEM CONTENT

The Performance Appraisal Sub-System is probably the most important
element of the SIS System in that it will provide the mechanism for
determination of compensation for all SIS members on the basis of the
objective ‘evaluation of executive performance against specific organiza-
tional and individual objectives agreed upon and assigned at the
beginning of the annual evaluation period. The performance appraisal
will also be a key. element for promotion, employee development,
assignment, retention and other administrative actions.

| The Task Group proposes the following basic policies, principles
and procedures: |

A. General Policies and Procedures

1. The performance of all members of the SIS will be
evaluated on an annual basis (with special reports as
otherwise required) in accordance with published
schedulés for the completion of such evaluations.

2. The SIS Performance Appraisal System will utilize the
standard performance appraisal format (Form 45) including

the Advance Work Plan developed for the performance

evaluation of all employees. In addition to the

general policies and principles applicable to the Agency's
uniform performance appraisal system, any specific policies,

principles, standards and procedures established for the

Approved For Release 2002/11/18 :z(zIA-RDP89-01 114R000300060001-7
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SIS Performance Appraisal System will be followed in the
evaluation of SIS members. Any such special instructions
for the completioﬁ of Advance Work Plans and Performance
Appraisal Reports of SIS members will be provided in
supplemental instructions to be added to the standard
Form 45'guidance material. |

3. All completed Performance Appraisal Reports will be
forwarded by the rating supervisor together with a separate
yecommendation for compensation awards for each rated
jndividual through the reviewing officer to their
organizational Senior Resources Board;

4. 'The Deputy Directors and the Chairman of the "E" Service,
with the advice of their Senior Resources Boards, will
forward the SIS Performance Appraisal Reports and
recommendations for compensation determinations for each
SIS member to the Director of Persomnel for consolidation

- apd proparion, Sor PRCL appigielon cRE°pRISSRRET £6:°S53R00EE ™

5. i&ﬁi&gﬁﬁﬁﬁﬁﬁbﬁﬁiélé%e not to be informed as to whether or

not they are being tecommended for performance/ rank awards.

B. Specific Policies and Procedures

1. Standards of Performance, Performance Evaluation Ratings
=nd Their Relationship to Compensation

() The overall performance rating and individual duty
ratings on the annual Performance Appraisal Report
(PAR) and their relationship to any established

criteria and standards of performance (which must be

Approved For Release 2002/11/18 281A-RDP89-01114R000300060001-7
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(b)

(c)

(d)

(e)

described, understood and agreed upon in the Advance
Work Plan) will provide the basis for determination
of the rated individual's eligibility to be
recommended for performance awards and/or rank
stipends.

An overall performance evaluation rating of level 5,
6 and 7 and individual duties evaluated at no less
than level 5, will qualify an SIS member for con-
sideration of a performance award.

An overall performance evaluation rating of level 4
will elimipate the individual for consideration for
any performance awards.

An overall performance evaluation of level 3 will
only assure the rated SIS member of retention of
basic annual salary level for the initial subsequent
year following a level 3 rating. SIS members in this
category are required to be counselled by the Head
of the Career Service and must participate in a
remedial program developed by the Career Service to
assist the individual in overcoming any deficiencies
in his or her performance.

Two successive annual overall performance ratings of
level 3 or a single annual overall performance rating
of level 2 or 1 require that the Heads of Career
Service refer the case to the Director of Personnel

with a recommendation for administrative action

- 29
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- (this can include retention in the SIS under closely
observed probation for a definitive period of time;
removal from the SIS and reduction to GS-15 level
status and compensation; or termination from employ-

"ment). The Director of Persommel will recommend to
the DDCI the administrative action to be taken.

2. Addendum to the Annual Work Plan for SIS Members

In addition to completion of the Annual Work Plan at the
beginning of each annual evaluation period, a supplemental
Statement of Understanding will be executed by the SIS
member and the rating supervisor. This Statement of
Understanding will inform the SIS member of the specific
policies of the SIS Performance Appraisal System as vegards
established criteria and standards of performance and the
consequences of overall performance evaluation ratings on
basic annual salary, eligibility for performance awards,
consideration for future promotion and retention in the

SIS and/or CIA and- ICS.

CQOMMENTARY

The concepts, structure and format of the new standard Agency
Performance Appraisal System meets ali of the general requisites of the
SIS. As previously noted, any special instructions or guidances pertinent
to SIS performance evaluations will be included in a supplemental

jnstruction sheet added to the Form 45 guidance material.

Approved For Release 2002/11/18 ;QJIA-RDP89-01 114R000300060001-7
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The effectiveness of the PAR as the basis for compensation
determinations for SIS members will be totally dependent on the
objectivity of the rating officers who prepare the performance

appraisals and the subsequent actions of the final decision authority.

The above propos 1s are:

- KPPROVED -, ( ) DISAPPROVED

18 SEP 1979

W Director of Central Intelligence Date
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SUB-SYSTEM 5
FUNDING, COMPENSATION AND ANARDS

SUB-SYSTEM CONTENT

This sub-system, like the Performance Appraisal Sub—Systém, is a
key element in the SIS System and will provide the essential elements
driving the ultimate effectiveness of the SIS Systém at large.

_ The content of this sub-system will address the policies and
processes for: implementing the initial conversions of the salaries
of on-board eligibles for the SIS to the new Executive Schedule rates
(SIS rates in the proposed system); will establish the SIS basic awards
and stipend schedules; and wiil lay out the criteria and procedurss for
compensation determinations. |

The Task Group proposes the following for the "start-up'' year:

A. Initial Conversions to the New Executive Schedule Rates

| 1. It is proposed that for purposes of effecting the initial
conversion of current annual salary rates for SG, SPS and
EP-V and IV officers, that the six Executive Schedule Pay
rates established by the President for the SES be utilized.
Such rates for the SIS will be designated as follows:

SIS-1 $47,889

SIS-2 $49,499

SIS-3 $51,164

SIS-4 $52,884

SIS-5 $54,662

SIS-6 - $56,500 25X1

Approved For Release 2002/11/1 8‘52 CIA-RDP89-011114R000300060001-7
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2. All current eligibles who elect membership in the SIS
will have their basic annual salary rate converted to
an appropriate SIS level upon implementation of the SIS
System.

3. Current eligibles converted to the SIS cannot receive an
annual salary less than that payable at the time of
conversion to an SIS rate.

B. Proposed Salary Conversion Schedule

Based upon the existing pay rates for Supergrade, SPS and EP
persomel and without regard to the existing statutory salary limitations,
a 10gicﬁ1 conversion table of SG, SPS and EP levels (grade and step) to
the new, albeit compressed, Executive Schedule scale is necessary and
appropriate to discriminate among major levels of responsibility.

The proposed conversion table, attached as Tab A, is the
minimm considered equitable; is consistent with the new Executive
Schedule rates; and permits conversion of SIS members consonant with
their current status and responsibilities.

- As is apparent, the Presidential SES rates are extremely
compressed and offer such limited flexibility that the end result will
be compression at the SIS-3 and SIS-4 rates. Over time, and assuming
the statutory ceiling on executive pay is lifted and Executive Schedule
rates for the SES are adjusted annually along with the GS schedule, the
compression should be reduced and eventually eliminated.

C. Funding and Cost Comparisons

As of 30 June 1979, the CIA thad a total of [::]officers in
grades EP-IV, EP-V, SPS, and GS-16 through GS5-18. The ICS has a total

Approved For Release 2002/11/8: CIA-RDP89-01114R000300060001-7
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25X1A :lofficers in these grades. Tab B provides details for both CIA

and ICS. The aggregate current CIA annual | | 25X1A

million. Tab C provides more detailed data (Tab C-1 provides similar
detailed data for ICS).
Conversion of the CIA s 30 June 1979 semor staff who would

: constltute the SIS would result in increased basic annual payroll costs

25X1A of some (assuming the ES rates as proposed by the President

25X1A > The figure for the ICS would be approximately
The actual increased annual base salary cost Co e greater if

to become effective 1 October 1979 are mplemlﬁl’che Congress).
mnﬁrsion is not made consistent with the proposed conversion table
25X1A (Tab j\) . Increased costs will also accrue when all SIS allowances
(currently |:| are filled and compensafed at SIS rates.
{ ' A In addition, performance awards and stipends will add to the
increased costs of the SIS. Such costs are addressed in the following

. section.

D. Awards and "Rank"' Stipends

1. General Proposals

(@) The Civil Service Reform Act establishes a system of
performance awards and rank stipends (e.g.,
Distinguished and Meritorious Executives) for the
Senior Executive Service, which the Task Group
proposes be adopted for the SIS.

(b) The total number of performance awards may not exceed
50% of the total number of SIS ceiling. This limita-
tion was instituted in the Civil Service Reform Act
to insure selectively with only the strongest

Approved For Release 2002/11/18 CIA-RDP89-01114R000300060001-7
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performance warranting awards. In the éZgA . proper
(i.e., not including the ICS) for exa:@le, and
assuming no change in the current number of ceiling
positions involved, Dperfomance awards could be
granted. The number of rank stipends also is limited
based on the number of SIS members (1% for
Distinguished Officers and 5% for Meritorious Officers)
and, using the same limitation for CIA, would amount
to some |:|in the SIS.

2. Specific Proposals

(a) Awards and Stipends

o

Performance Awards - The Agency Performance

Appraisal Report (PAR) will be the primary basis
for determining eligibility for a performance

Aaward .

An SIS member who has received an overall evaluation
of 4 is considered to have performed in a fully
satisfactory manner. However, an evaltxation of

5 or better ahd é rating of no less than 5 on each
individual duty is required for consideration for

a performance award. Rating officers must recognize
that the number of performance awards is limited to
30 percent of the total number of SIS ceiling
alloWances and should recommend awards for only

the most deserving officers.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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° Meritorious Officer Stipends - Meritorious Officer

Awards of $10,000 may be granted to SIS members for
excellence in the performance of their duties. To

be eligible for a Meritorious Officer Award, an

SIS member must have an overall PAR rating of 6 or
better with ratings of at least 6 on all individual
duties. Rating officers should recognize that not
more than 5 percent of all SIS members may be granted
a Meritorious Officer Award and should recommend
only those who clearly deserve such recognition.

° Distinghished Officer Stipends - A Distinguished

Officer Award of $20,000 may be granted to a limited
number of SIS members for atypical performance
which is judged to be truly outstanding. To be
eligible for a Distinguished Officer Award, an SIS
member must have an overall PAR rating of 7, ratings
of 7 on most individual duties, and a rating of

no less than 6 on any individual duty. Such awards
may be granted to not more than 1 percent of the
total SIS stﬁff.

Awarding of Rank Stipends - During any fiscal year,

SIS members may be granted either a Meritorious or
a Distinguished Officer Award. An officer awarded
either a Meritorious or Distinguished Officer rank
stipend shall not be eligible to be awarded that
same rank during the following four fiscal years.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Performance Awards Schedule .- The Task Group

eicplored several ways to establish 'Performance
Award Schedules" and proposes a program offering
three "'classes' of performance awards based upon
percentages of basic annual salary rates. This
schedule is presented in Tab D. The ''three class"
awards schedule permits granting cash amounts
substantial enough to pi'ovide rewards and incentives
for excellence of performance and differentiation
between differing demands of similar positions.
Such inducements are particularly important should
Congress continue the current freeze of executive
pay.

Awards Costs - The actual annual cost is of course

not known, but for purposes of discussion until
there is ' an experience factor on which to

base future estimates, we suggest using an annual

estimate of awards costs of | | This
estimate is based on the award/stipend profile

attached (as Tab E.

{(b) Proposed System for Recommending Performance Awards

Following completion of all PAR's on SIS members for
which the rating officer is responsible, the rating
officer will determine which SIS officers should be

recommended for a performance award. While the PAR

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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will be the primary basis for determining -eligibility
for an award, the rating officer must also take any
other DCI/DDCI approved criteria iﬁto consideration
in formulating and presenting recommendations for

performance awards and stipends.

Reconxméndations for performance awards, while based
on performance against assigned objectives and the
contributions made to the Agency and to furthering
its basic mission, must be made in consideration of
the limit on the number of such awards which can be
made (i.e., 50 percent of the number of total
authorized SIS ceiling allowances). Also, determination of
the Class of Award (A, B, or C) should be made in
recognition of the Agency-wide prescribed ceiling on
the number of awards in each class which can be
approved. A proposed ceiling for each Class of Award,
expressed as a percentage of the total awards which
caﬁ be granted, is summarized as in the following

example (using only CIA proper figures):

Class A - 25 percent ' 25X1A
Class B - 30 percent

Class C - 45 percent

Total

' 38
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Based on a current ceiling of [ |SIS positions, the 25X1A
actual number of awards of each class which might be

granted is shown parenthetically.

The process through which recommendations for awards
are made, reviewed, evaluated, and approved -- including

responsibilities related thereto -- is as follows:

<]

Supervisor
(1) Prepares PAR(s) on SIS member(s) under his/her

direct supervision, evaluating performance

“against the agreed upon Advance Work Plan.
(2) Determines whether performance during the

past year warrants a recommendation for a

performance award. .

° 1If a performance award is not considered
appropriate based on performance in
relation to other SIS members and recog-
nizing the limitation on the number of
awards which can be granted, no further
action is required.
If a performance award is considred
justified, a determination is made as to
whether a Class A (20 percent), Class B
(12 percent), or Class C (7 percent) award
should be recommended. This determination

should be based on the SIS member's overall

39
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and individual duty performance and con-
tributions during the past y'e.af and in
consideration of the ceiling on the
mmber of awards of each Class that can be
made annually.

The performance award recommendation(s)
will be forwarded to the PAR reviewing
official for endorsement to the senior
component rating official. 1f a per-
formance award 1is recommended for more
than one SIS menmber, the awards will be
prioritized.

® Reviewing Officer

(1) Reviews the PAR.

(2) ('Jormnen’csl in each case on the recommendation
(or absence of a recommendation) by t.he rating
officer for a performance award, indicating
concurrence or nonconcurrence (and the reasons
therefore in the latter case) with the
recommendation and if applicable on the
prioritization by the rating officer.

(3) Torwards the PAR(s) and recommendation (s)
to the senior operating official of the
component.

(-]

Senior Operating Official

(1 Rex-riews the recommendations for performance

Approved For Release 2002/11/1 SSiI O-BDEB_S-M 114R000300060001-7

F .
i



SECRE

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

awards for all SIS members assigned to the
component.

(2) Comments on the appropriateness of the
performance awards (including the class of
award) recommended by rating and reviewing
officers.

(3) Prepares a prioritized listing of those SIS
members in the component for whom performance
awards are recommended. The list may not
includetmore»than 60 percent (with fractions
rounded‘to the next whole number) of the SIS
membérs assigned to the corponent. The number
of Class A and Class B awards may not exceed
the Agency-prescribed ceiling for these two
classes (i.e., Class A - 25 percent, Class
B - 30 percent).

(4) Forwards the list of SIS members endorsed for
performance awards to the Senior Resources
Board. |

° Senior Resources Boards

(1) Reviews the recommendations endorsed by
Operating Officials,

(2) Comments on the appropriateness of performance
awards (including the class of award) endorsed

by Operating Officials.

Approved For Release 2002/11/18 :81A-RDP89-01114R000300060001-7
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(3). Prepares a list of SIS members recommended
for performance awards. The list may not
include more than 55 percent of the SIS
members assigned as of 1 October. The number
of Class A and Claés B awards may not exceed
the Agency-prescribed ceiling for these two
classes (i.e., Class A - 25 percent, Class
B - 30 percent). The total list need not be
prioritizéd, but the lower one-third should
‘be arranged in priority order with the most
deéewing SIS member listed first.

(4) Identifies those SIS members recommended for
performance awards who should also be
recomnended for either a Meritorious or
Distinguished Officer Award. Prepares formal
recommendations for such awards. The number
of recommendations for Meritorious Officer
Awards may not exceed 10 percent of the
mmber of performance awards endorsed by the
Senior Resources Board. The number of
reconmendations for Distinguished Officer
Awards is limited to two.

(5) Forwards the list of those SIS members recom-
mended for performance awards, and for

Meritorious and Distinguished Officer Awards

42
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to the Deputy Director of the Directorate or
Chairman of the "E" Service who' after review
fozwardé approval recommendation to the
Director of Personnel for preparation for
DDCI approval. |

(c) Other Benefifs

¢ Annual Leave - There shall be no limitation on the

accumilation of amnual leave accrued by an individual
while serving in a posifion in the SIS except that
80 hours of the leave accruing during each leave
year' must be used or forfeited. (The OGC has
expressed concern that this benefit, if approved,
may have t-o be authorized under the special
authority of the DCI.) .

Sabbaticals - Sabbaticals may be granted to SIS
members. An SIS member is eligible for only one
sabbatical for up to 11 months during any 10

year period. To be eligible, SIS members must have
7 years of service equivalent to the levels of
*(The OGC has expressed duties and responsibilities of positions in SIS

concern that this benefit,

if approved, may have to §
be authorized under the (e.g., current SG, SPS, FP). Two years.‘oi‘iqgh\

special authority of the,, . . 15t ha i1 +he. Sz : .
ICI.) _ 2}_ / %mge__mgst be-in the-8IS. Sabbaticals may not
/!{

s ¢ W@/ / e granted to SIS members if they are eligible for
Y Lo j - e e
s /} l) (1 (o / voluntary retirement. *

A ° “Travel and Moving Expenses - External applicants

under consideration for selection for ICS and
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~Agency emloyment at SIS levels will have their
travel expenses for interviews and processmg and
related travel and moving expenses upon EOD paid
CIA or ICS existing

from ifunds in accord with - ; policies

and regulations for these categories of payments.

COMMENTARY
The proposals presented above for this sub-system would prévide for
the initial -implementation of the SIS System with minimal complications
- while providing a final review and approval mechanism at the 'DCI/DDCI'
level for all such awards within the Agency. Once experience is gained
with the operati.ng‘progralﬂ, rrbdifications.could be made to improve any

facet of this sub-system.

- The above proposals are:
25X1A s -
~ (.~) / APPROVED ( ) DISAPPROVED

18 SEP 1979

puty Director of Central Intelligence Date
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PROPOSED INITIAL ENCUMENT CONVERSION TABLE

FROM TO
G5 SPS EP

GS-16/1 - 5 SPS 1 - 2 S15-1 $47,889

s-16/6 - 9 SPS 3 - 4 SIS-2 $49,499

S-17 SPS 5 - 8 SIS-3 $51,164

GS-18 SPS 9 SIS-4 $52,384
EP-V SIS-5 $54,662
EP-IV SIS-6 $56,500
45
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Rate (Salary)

S1S-1 _ $47,889
S1S-2 $49,499
SIS-3 $51,164
SIS-4 © §52,884
SIS-5 $54,662
SIS-6 56,500

SENIOR INTELLIGENCE SERVICE

Performance Awards Schedule

TAB D

L CLASS

A (20%) B (12%) C (7%
$ 9,577 $5,747 $3,352
$ 9,899 $5,940 $3,465
$10,232 $6,140 $3,581
$10,576 $6, 346 $3,702
$10,932 $6,559 $3,826
$11,300 $6,780 $3,955
49
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‘ TAB E
25X1A SENIOR INTELLIGENCE SERVICE
AWARD/STIPEND PROFILE (CIA only) 25X1A
Performance | Combined Performance Total
Award Range b/ Stipend Award/Stipend Range h/ Estimated Cost
§0,577 - $11,300 ¢/  $20,000 £/ $29,578 - $31,300 : )
$9,577  $11,300 ¢/ $10,000 g/ $19,578 - $21,200 v
$9,577  $11,300 o/ - $ 9,578 - $11,300
§5,747 - $6,780 3/ -- . § 5,747 = $ 6,780 :
$3,352 $ 3,955 e/ -- $ 3,353 - §$ 3,955
.S
a/ Based on an assumed limitation of 25% of eligible SIS members receiving Class A awards, 30% receiv-

S ¢

[

ing Class B awards, and 454 receiving Class C awards. Percentage of total is shown in parenthesis.
Based on Proposed Performance Awards Schedule - (Tab D)

20% of SIé pay rates

12% of SIS pay rates

7% of SIS pay rates

Distinguished Executive rank

Meritorious Executive rank

Subject to the limitation that the meximum compensation (i.e., combined salary, performance award,
and stipend) cannot exceéd Cabinet-level salary ($69,600 on 1 October 1979).

Maximum number of Performance Awards and Stipends allowable -
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SUB-SYSTEM 6
*COMPETITIVE PROMOTION

SUB-SYSTEM CONTENT

This program element will cover the policies, principles ahd

procedures pertinent to promotions into and within the SIS.

PROPOSALS

A. Annual Promotion Targets

1. Promotions to SIS-1 through SIS-3 - In preparing their

Annual Personnel Plans the Heads of the Career Services
‘and the Directors of RMS and CTS will establish minimum
annual promotion targets for eniry into the SIS and
promotions of SIS members under their Career Service
jurisdiction to SIS-2 and SIS-3.

2. Promotions to SIS-4 - The DCI/DDCI will establish mininum

annual promotion targets to SIS-4. SIS-3 candidates for
promotion to SIS-4 will be solicited from the Senior
Resources Boards and from the SISAS.

B. Competitive Evaluation for Promotion

1. The DCI/DDCI, the ICS and the Senior Resources Boards will
conduct competitive evaluatioﬂs for promotions into or
within the SIS at.least once each fiscal year to select
the best qualified candidates for nomination to the DDCI

for approval.

51 '
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2. Such competitive evaluations for promotion will be in
accord with merit principles as defined in : '
regulations and based upon uniform criteria
and any special criteria established for a Career Service
as approved by the DDCI, |

C. Procedures for Processing and Approval of Recommendations for
Promotion

A1l recommendations for promotion into the SIS and within the
SIS to the SIS-4 level will be forwarded to the Director of Persomnel

for review and preparation for DCI/DDCI approval.

COMMENTARY

The above proposals are consistent with current policies and

procedures.,

STATINTL

Vs

The above prop<?§als are: ; {/V//Z,

¢ appRovER <

{1 DISAPPROVED

18 SEP 1979

Deputy-Director of Central Intelligence Date

4

52

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7



Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7



Approved For Release 2002/11/18 : CIA-RDP89-011 14R00030006000k1 -7

SUB-SYSTEM 7
' 'SENIOR OFFICER DEVELOPMENT

SUB-SYSTEM CONTENT

This sub-system will contain the scope, policies, and procedures
for the development of SIS members and those officers in the feeder
groupsrwith potential for more senior responsibilities. »

The Task Group offers the following basic proposals for coﬁsidera—
tion for esfablishing a broad based developmeﬁt program for the SIS:

A. Purpose of Instituting a Senior Officer Development Program

The purposes for instituting a formalized system for the

ILLEGIB

. planned and systematic development of senior level officers

and selected individuals in the "'feeder groups' for future assignment to
senior level responsibilities are: to eicpand and enhance their managerial

and/or substantive knowledge, skills and capabiiities to ensure that the

missions and functions of the DCI 3 and the specific missions
CIA and ICS
and functions of all components are carried out in most competent

and effective manner possible; and to assist and encourage individuals
to realize their fullest potential as professional officers, whether
they be managers or non-managers.

- B. Scope of the Senior Officer Development Program
ILLEGIB 1. The

Senior Officer Development Program will be

incorporated and administered as an integral element of
the SIS System.
2. All SIS members will participate in formalized developmental

programs to the extent considered appropriate by senior

ILLEGIB

management.
Approved se 2002/11/18 : CIA-RDP89-01114R000300060001-7
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C. The General Structure of the Senior Officer Development Program
ALl SIS-5 and 6 level officers will be personally administered
by the DCI/DDCI. In recognition of the different development requirements
identified with senior management at'ﬂufié,or z%%vel and those at the
Directorate level, the SIS Officer Development Program for SIS-i‘through
SIS-4 level officers will be organized in two basic.subiprograms, each
structured to the level of SIS members to be included and tailored to

: CIA or ICS
substantive content as appropriate to the needs of

, identified
future staffing and skill requirements, and the SIS members themseives.
The principle features of these sub-programs are:

1. Sub-Program I: SIS-4 Level and Selected SIS-3 Level

The DCI/DDCI will'establiéh'officer developmental require-
‘ments, planning and actions pertinent to SIS-4 level
- officers and selected SIS-3 officers identified as having
‘the potential for future SIS-4 level status and assignments.
The Heads of Career Service will administer and implement
developmental plans for their SIS-4 and the selected SIS-3
careerists according to the instructions of the DCI/DDCI;
These prescribed requirements would include such things as:
(2) Developmental planning and actions for current SIS-4's
designed to enhance their credentials in carrying out
their current functional responsibilities and to expand
their qualifications as the candidate “pool" for
future consideration byrthe DCI/DDCI for SIS-5 level

responsibilities.

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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. (b) The establishment of a suitably sized "pool" of
selected SIS-3 1evei officers for selec{:ive develop-
mental assignments and training.

{(c) Maiintenance of records on the status of developmental
program which includes the identity of all SI'S—4
and SIS-3 "feeder'" officers and fhe specific progress
on developmental ass_igfments and training planned.

2., Sub-Program II: SIS-1 'I'hrough'B Level

This sub-program will be administered by the ICS and CIA

Senior Resources Boards and will encompass the develop-

mental requirements for SIS-1 through SIS-3 level officers

(both managerial and non-managerial); selected officers

within pre—SIS ""feeder groups', and the projected staffmg
‘ -and skill requirements prlmarlly associated with each

Directorate per se.

The SIS-1 through 3 developmental requirements are composed
of a mix of both managerial and non-managerial requirements

that must be addressed in different ways.

The Senior Resources Boards, therefore, must establish two
focuses within their developmental program. One which
concentrates on meeting the "managerial' needs of the
Career Service itself but which complements the . CIA }

or ICS program requirements and secondly, and of equal
importance, a focus on recognizing and meeting the non-
manager specialist (e.g., Senior Analysts, Operations

Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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Officers, and SPS Officer) requirements and enhancement
of the substantive ekpertise associated with the particular
missions and functions peculiar to each of the Directorates

and the ICS.

To meet these two facets of requirements, the Senior
Resources Boards must establish two development "traCks”>
which will resemble each other in terms of structures and
mechanics but with different substance, criteria énd

emphasis in the content of the operating programs.

In the context of the above the principle features of

this sub-program will include:

(a) Developmental planning and actions for SIS-1 thfough
3's and a selected feeder pool along the same
conceptual lines as the Sub-Program I.

(b) Unlike Sub-Program I where a relatively few pésition
requirements are involved and specific targets for
replacements can be specified, Sub-Program II with
its greater volume and variety of requirements lends
jtself to a more generalized approach to groupings
of "types" of projected requirements and a broader
band of people being developed according to a more
general rather than highly individualized plans.

() Maintenance of records and periodic reports to the
DCI/DDCI on the status of the developmental program

would be required.
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COMMENTARY )

The present CIA Executive Development Program (i.e., the PDP) by
intent has been directed at only a small segment of the Agency's SG
population and is designed to provide a "manager development' system
with emphasis on the development of selected GS 13-15 officers to meet
future senior managerial requirements.
. DCI's
In order to more effectively meet thefneeds ' and to

fully complement the SIS System, the Senior Officer Development Programs

must be expanded and tailored to meet all SIS level needs (with recognition

that SIS-4, SIS-5 and SIS-6 1eye‘lé will be personally overseen by the

_DCI/DDCI). Approval of the basic concepts presented for this sub-system

will permit the further development of the extensive administrative

details required for a fully operational program.

The above proposals are:

(LY APPROVED ( ) DISAPPROVED

18 SEP 1979
Deputy Director of Central Intelligence Date
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SUB-SECTION &

ADVERSE AND OTHER AIMINISTRATIVE ACTIONS

SUB-SYSTEM CONTENT

This sub-system covers the general procedures to be followed in
disciplinary actions; in remedial, probationary and removal actions
based on performance and in grievances.

The Task Group proposes that:

A. In cases of disciplinary actions, current procedures continue.

B. In cases of performance deficiencies which must be based on

Performance Appraisal Procedures:
1. Initially, Senior Resources Board recommends to the
: Députy Director concerned, in wfiting, remedial action to
be taken and establishing time frames for improvement.

2. If initial remedial action does not correct the deficiencies,
the Senior Resources Board recormends to the Deputy
Director concerned, in writing, a specific probation period
as a last chance effort to help iﬁprove the performance.

3. If the above steps fail, the case is submitted with full
documentation to the Director of Personnél for removal
consideration either from SIS or the Agency by the DCI/
DDCI .

4. The Difector of Persomnel monitors all cases in all stages.

C. Grievances can take a number of forms such as dissatisfaction
with performance ratings, with not receiving performance awards, with

not receiving high enough performance awards or with remedial, probationary
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or removal decisions. The basic rules set forth in Agency Headquarters

STATINTL on Grievance Systems generally apply.

OOMMENTARY
More detailed procedures will need to be developed if the above
general ones are approved in order that actions described can be taken

fairly, quickly and in the best interest of both the SIS member and SIS

]
A )

STATINTL

The above propc/;,,séls are:

e L '
\ ~®") APPROVED = - ( ) DISAPPROVED
18 SEP 1979
-~ Deputy Director of Central Intelligence : _ Date
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SUB-SYSTEM ¢
EVALUATION OF THE ‘SIS SYSTEM

SUB-SYSTEM CONTENT

This element will define the responsibilities and processes of
periodic monitoring of the effectiveness of the SIS operating program,
adherence to policies and scheduled reporting to the DCI/DDCI to permit
“evaluation of the management of the SIS program.

The Task Group proposesr that:

A. The Office of Personnel's Persomnel Management Evaluation
Staff, in cooperation with the SIS Support Staff, be charged
with the development of an SIS Program Evaluation Plan and
carry out periodic reviews and evaluations of the SIS
operating program. Such reviews and evaluations will include
the Senior Officer Development Program.

B. That reports of these periodic reviews and evaluations be

provided the DCI/DDCI.

COMMENTARY
None.
STATINTL

The above proposals are:

(-~ APPROVED") ( ) DISAPPROVED

18 SEP 1979

putyﬁi:i‘ector of Central Intelligence Date
" Approved For Release 2002/11/18 : CIA-RDP89-01114R000300060001-7
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SUB-SYSTEM 10
INITIAL PUBLICITY AND ORIENTATION

SUB-SYSTEM CONTENTS

This sub-system would provide for the :i.nitial publicity and
orientat_ion necessary for executives to understand thé Senior Intelligence
- Service System and to make personal decisions on joining. In addition,
it will provide an understanding of the system to. support personnel and
‘their roles relative to its administrétion.
The Task Group proposes the following steps to meet the above »
objectives: '
A. Develop and publish a Senior Iﬁtelligence Service booklet
Surmnarizing major provisions of the program. This booklet
is envisioned as containing geﬁeral in.formation for all
interested employees, executive and otherwise.
B. Develop anci publish a series of articles for thé DDA Exchange
covering the Senior Intelligence Service along with other
Civil Service Reform Act provisions.
C.  Orient SIS members on the content and application of the
revised Performance Appraisal System in the SIS context.
D, Brief support elements (e.g., personnel, finance, and training

officers) on the SIS and relate to their roles.

ILLEGIB
E. Write and publishlzlnotices on various aspects of

initiating the SIS and subsequent changes.

r]
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Longer range training and orientation for current and future executives
is considered under the Senior Officer Development Program.

(see Sub-System 7).

COMMENTARY

It is of the upmost importance that all those eniployees who are
directly affected by, or in support of, the Senior Intelligence Service
system understand it fully. The thoroughness with which this is done
may well determine the degree of support, acceptance and, even, success
the new system will attain. The style and professionalism of the
various presentations, therefore, should be of the highest quality.
The above undertaking willr impact heavily on initial (but temporary)

manpower requirements.

STATINTL

The above proposals are:

() APPROVED , ( ) DISAPPROVED
1+ g SEP 1978
Tephity Director Of Central Intelligence Date
p
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SUB-SYSTEM 11

REGULATIONS AND PROCEDURAL GUIDES

SUB-SYSTEM CONTENT

The sub-system provides for the development and/or revisioh and
publicafion of regulations, handbooks and procedural guides necessary
" to the implementation and continuing administration of the Senior
Intelligence Service System.

) The Task Group proposes the following steps to attain these
objectives.

A. Write regulations on the policy, structure, responsibilities,

authorities and operating procedures of the Senior Intelligence
Service and coordinate as appropriate.

B. Search existing regulations and procedures (e.g., finance,
personnel)_to recommend appropriate revisiéns or.deletions
and to insure consistency among regulations.

C. Develop handbooks and procedural guides on the operational
details of the SIS for use by managers in administering the
pi'ogram and by support personnel in accomplishing the

administrative details.

'COMMENTARY

The actual development for publishing any of these materials
obviously cannot commence until the specifics of the SIS program are
approved. This undertaking will impact heavily on initial (but temporary)

manpower requirements.
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The above proposals are:

STATINTL (V{ — APPROVED ( ) DISAPPROVED
18 SEP 1979
Deputy Divector of Central lntelligence ' Date
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